CAL POLY
Academic Senate
Meeting of the Academic Senate
Tuesday, April 21, 2020
https://calpoly.zoom.us/j/470296898
I.

Minutes: March 10, 2020 minutes: (pp. 2-3)

II.

Communication(s) and Announcement(s):

III.

Reports:
A. Academic Senate Chair:
B. President’s Office: (pp. 4-8)
C. Provost: None
D. Vice President for Student Affairs: (p. 9)
E. Statewide Senate: None
F. CFA: (p. 10)
G. ASI: (p. 11)

IV.

Special Reports:
A.

ITEMS TO BE CONSIDERED BY ACADEMIC SENATE
Pro gr am Name or
Course Number , Ti tle

AS CC
recommendat ion /
Other

CSC 121 Computing for All I (4), 3
lectures, 1 activity
CSC 122 Computing for All II (4), 3
lectures , 1 activity

Reviewed and
recommended for
annroval 3/5/20.
Reviewed and
recommended for
aooroval 3/ 5/20.

Academic
Senate

Provost

Term Effe ct ive

On 4/21/20
consent agenda
On 4/21/20
consent agenda

B. University Faculty Personnel Policies Appendix: Administrative Memos (pp. 12 – 41)
V.

Special Reports:
A. Cal Poly Athletics Written Summary: Don Oberhelman (p. 42)

VI.

Business Items:
A. Resolution on Suspending eLearning Addenda: Brian Self, Academic Senate Curriculum Committee (p. 43)
B. Resolution on University Faculty Personnel Policies Subchapter 7: Personnel Actions Eligibility and Criteria:
Ken Brown, Academic Senate Faculty Affairs (pp. 44 - 52)
C. [TIME CERTAIN 4:30 p.m.] Resolution to Adopt ORCID for Improved Identification and Connection among
Researchers: Keri Schwab, Academic Senate Research, Scholarship, and Creative Activities Committee (p. 53)
D. Resolution on Revisions to University Faculty Personnel Policies Chapter 4: UFPP 4 Responsibilities in Faculty
Evaluation Process: Ken Brown, Faculty Affairs (pp. 54 - 66)

VII.

Discussion Item(s):

VIII.

Adjournment:
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CAL POLY
Academic Senate
Meeting of the Academic Senate
Tuesday, March 10, 2020
UU 220, 3:10 to 5:00 pm
I.

Minutes: M/S/P to approve of the March 3, 2020 Academic Senate minutes.

II.

Communication(s) and Announcement(s): Dustin Stegner, Academic Senate Chair, announced that due to the concerns
of the corona virus, special reports will be delayed until spring quarter for a report by President Armstrong.

III.

Reports: All reports were submitted in writing at the request of the Senate Chair. The reports can be found at:
https://content-calpoly-edu.s3.amazonaws.com/academicsenate/1/images/sa031020.pdf

IV.

Special Reports:
A. Corona Virus Update: Anthony Knight, Emergency Management Director, reported the university’s plans for
preparing for a coronavirus outbreak in the county, which will include the preparation of contingency plans. More
information on the virus can be found at: https://chw.calpoly.edu/coronavirus President Jeffrey Armstrong announced
to the group that he has been in communication with other California State Universities and has realized the severity of
the situation. It has been the University’s decision to play the situation out, instead of switching to online learning, but
advising students to not travel during spring break.

V.

Consent Agenda:
ITEMS TO BE CONSIDERED BY ACADEMIC SENATE
Program Name or
Co urse Number , Title

Cross Discip linary Studies Minor in
Heavy Civil

AS CC
recommendati on/
Other
Reviewed 12/5/19;
additiona l information
requested from
department.

Aca demi c
Senat e

Provost

Term Effe ctive

On 3/10120
consent agenda

New Cou rse Proposals
CE 436 Heavy Civil Tempo rary
Structures and Shoring (4), 2
lectures , 2 laboratories - reviewed
12/5/19 and reco mmended for
approval.
CE 437 Heavy Civil Projects and
Equipment (4) , 2 lectures , 2
laboratories - reviewed 12/5/ 19 and
reco mmended for aooroval.
ENGL 241 A merica n Literature :
Beginnings to 1865 (4), 4 lectures,
GE C2
(existing course proposed to be
offered online)
LA 538 Advanced GIS Application to
Proj ects (4), 2 lectures, 2
laboratories

Recommended for
approva l 2120/20.

Reviewed 1/23120;
additiona l information
reques ted from
department.

On 3/10120
consent agenda

Recommended for
approva l 2120/20.
Reviewed 1/9/20 ;
additiona l information
requested from
depart ment.

On 3/10120
consent agenda

Recommended for
aoorova l 2120/20.
WGS 301 Contemporary Issues in
Wo men's and Gender Studies (4) , 4
lectures , GE Uppe r-Divisio n D and
USCP

Reviewed and
recommended for
approva l 2120/20.

On 3/ 10120
consent agenda

(existi ng cou rse proposed to be
offered online\
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VI.

Business Items:
A. Resolution on Discontinuation of M.S. of Printed Electronics and Functional Imaging Degree Program: Colleen
Twomey, Graphic Communication Chair, proposed a resolution discontinuing a dormant Master’s program in printed
electronics. The faculty in this department have unanimously agreed that the program has proven unsustainable as the
industry continues to rapidly grow. M/S/P to move Resolution on Discontinuation of M.S. of Printed Electronics and
Functional Imaging Degree Program to second reading. Three Opposed. One Abstained. M/S/P to approve the
Resolution on Discontinuation of M.S. of Printed Electronics and Functional Imaging Degree Program. One Abstained
B. Resolution on Class Attendance: Ashlee Hernandez, student, introduced a resolution recognizing the unique needs of
students with dependents and revising language in the Campus Administrative Policy (CAM) to be more inclusive and
representative of these needs. M/S/P to move the Resolution on Class Attendance to second reading. Opposed.
Abstained. M/S/P to approve the Resolution on Class Attendance. Opposed. Abstained
C. Resolution in Support of Resolution AS-3403-19/AA: Recommended Implantation of a California State
University (CSU) Ethnic Studies Requirement from the Academic Senate of the CSU: Steve Rein,
Statewide Academic Senate, Cal Poly Academic Senate Executive Committee, presented a resolution which would
state that California Polytechnic State University’s Academic Senate endorses ASCSU Resolution AS-3403- 19/AA.
That by its endorsement of AS-3403-19/AA, the Cal Poly Academic Senate opposes the imposition of an ethnic studies
requirement to the California State Universities’ curriculum. M/S to table the Resolution in Support of Resolution
AS-3403-19/AA: Recommended Implantation of a California State University (CSU) Ethnic Studies
Requirement from the Academic Senate of the CSU. 12 Opposed. M/S to move the Resolution in Support of
Resolution AS-3403-19/AA: Recommended Implantation of a California State University (CSU) Ethnic Studies
Requirement from the Academic Senate of the CSU to second reading. 20 Opposed 14 Support. This
Resolution fails and will not return to the Academic Senate.

VII.

Discussion Item(s):

VIII.

Adjournment: 4:44 pm

Submitted by,

Francesca Tiesi
Academic Senate
Student Assistant
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Academic Senate | April 21, 2020 3:10 pm | President’s Report
1. COIVD19 – Campus Update







As of 4/11/20, there are no confirmed cases of COVID-19 on
campus, and only one confirmed case among students--an out-ofarea student whose symptoms appeared while they were at home
over spring break
Dining services remain available for on-campus students and
essential faculty / staff, but orders and payment are accepted only
online via Grubhub, to encourage social distancing
Campus Health & Wellbeing, Food Pantry, and other vital services
are still available in person on campus
Everything else is virtual
State employees who are eligible to work but cannot due to
coronavirus illness, a family member’s coronavirus illness, or the lack
of childcare, are eligible for up to 128 hours of paid leave from the
CO, though we have encouraged divisions to be flexible where
possible and keep folks engaged on longer-term projects

2. Alternative Care Site (ACS)
 As you know, in coordination with County authorities, the Rec Center
is being equipped to be an alternative care site in the event that
hospitals are unable to manage patient numbers.
 So far, local hospitals have been well within their capacity.
 The Rec Center is uniquely well suited for this task, since it is large,
has an open floorplan, can be accessed via Hathway Avenue /
Longview Lane without passing through other parts of campus, and
has excellent distribution of water and electricity (as opposed to a
warehouse or other large space).
 Campus Dining would provide food services if the facility becomes
operational. This would take the form of box lunches and other selfcontained, disposable meals, which would not require Cal Poly
employees to interact with ill individuals or potentially contaminated
equipment.
 This doesn’t seem to pose any significant risk to campus, and is
essentially our civic duty to help our where we can.
3. CARES Act Funding
 See attachment for details.
4. Provost Search
 The final Provost candidate concluded a virtual campus visit last
week. The candidate met with the same groups of constituents as the
previous candidates. The search will now enter into the confidential
reference stage of the process. If you have any additional feedback
related to the three candidates, please direct it to the search chairs,
Senate Chair, Dustin Stegner (pstegner@calpoly.edu) or CENG
Dean, Amy Fleischer (afleisch@calpoly.edu).

5

ATTACHMENT
COVID-19 Federal and State Update to Academic Senate

Federal Level
In March, Congress passed and the President signed into law the $2.2 trillion third supplemental
bill, the Coronavirus Aid, Relief, and Economic Security Act or the CARES Act.
Here are provisions in the CARES ACT of interest to IHE’s:
Education Stabilization Fund
The emergency supplemental measure creates approximately $14 billion provided by the U.S.
Department of Education to colleges and universities through the Title IV disbursement system
(75% based on FTE Pell recipients and 25% on FTE non-Pell recipients).
At least half of funding provided to a campus must be used for emergency grants to students.
The other half are for institutions to use how they want. There is a lot of flexibility with the
institutional aid portion.
The Department of Education announced last week that Cal Poly will be allocated $14,095,976
($7,047,998 million is the minimum allocation to be awarded for emergency financial aid grants
to students) and guidance on the disbursement of funding to campuses for the direct aid to
students. Cal Poly’s Financial Aid Office is working right now to allocate these funds and setting
up a process for students to access such funds. The Department of Education will provide
guidance on the remaining $7 million Cal Poly is scheduled to receive next week.
Another $1.05 billion goes to HBCUs and minority-serving institutions. This money can be in
addition to money received above.
The campus recently applied and received a waiver to be designated eligible to apply for a
Strengthening Institution or an Asian American and Native American Pacific Islander-Serving
Institution grant at the Department of Ed. Thus, we should be eligible for these funds as well.
Additionally, approx. $2.95 billion of the stabilization fund is provided to governors for use at
their discretion to support higher education or local education agencies. A state must provide
assurances it will not cut higher education funding below the average of the preceding three
fiscal years. However, the Secretary of Education is given waiver authority to the requirement.
Regulatory Relief
The CARES Act would provide most of the regulatory flexibilities important to the higher
education community. This includes the following:




Flexibility to transfer funds from the Federal Work Study (FWS) program to the
Supplemental Educational Opportunity Grant (SEOG) program;
Use excess SEOG funds for emergency grant aid;
Disburse FWS dollars to students who are not working;
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Provide institutions relief from return to Title IV (R2T4) requirements;
Prevent student withdrawal from courses due to an emergency from impacting federal
loan limits or Pell eligibility;
Provide relief from SAP provisions

The CARES Act would also provide relief to student borrowers by halting all student loan
payments for six months and pausing interest accrual on those loans. During those six months of
non-payment, each month would still count toward a qualifying payment toward an authorized
loan forgiveness program, including income-driven repayment plans and the public service loan
forgiveness (PSLF) program.
Finally, it would suspend involuntary collections during this six-month period, including wage
garnishment, reductions on tax refunds, and reductions of any other Federal benefits including
Social Security payments.
Research Funding and Policy
The CARES Act provides additional funds to many research agencies to prevent, prepare for, and
respond to coronavirus.
The CARES Act recommends $75 million for the National Science Foundation to support the
agency’s ongoing RAPID grant response, $945.4 million for the National Institutes of Health to
fund centers and institutes related to coronavirus research, $99.5 million to the Department of
Energy’s Office of Science, $50 million for the Hollings Manufacturing Extension Partnership to
help small and medium sized manufacturers, and $10 million for Manufacturing USA to focus on
domestic biopharmaceutical manufacturing, among other allocations.
The bill would also reauthorize Title VII and Title VIII of the Public Health Service Act, which
includes various health professions and nursing workforce development programs.
Tax and Business Policy
The CARES Act makes two changes impacting charitable contributions and Sec. 127 employer
provided education assistance.
First, the changes would allow for a partial above-the-line deduction for up to $300 of charitable
contributions and increases the limitations on deductions for individuals who itemize.
Additionally, the bill would count Sec. 127 employer-provided education assistance provided
prior to January 1, 2021 as a tax-free benefit.
The CARES Act also defers payments of employer payroll taxes through January 1, 2021—
employers are required to pay 50 percent of the amount due by December 31, 2021, and the
remaining 50 percent by December 31, 2022.
The CARES Act does not expand the paid leave tax credit created in the second supplemental
spending bill to cover public universities.
The CARES Act allocated $350 billion to small businesses under the Paycheck Protection Program.
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The program provides 100% federally guaranteed loans to small businesses with the goal of
helping them keep their employees employed during the COVID-19 pandemic and any resulting
economic downturn. The government will forgive loans if all employees are kept on the payroll
for eight weeks and the money is used for payroll, rent, mortgage interest, or utilities. The
program is administered by the Small Business Administration (SBA) and applications can be
made to banks starting on April 3, 2020. To qualify for the program one must be a business that
has less than 500 employees. Cal Poly’s auxiliaries are in the process of exploring qualifying for
this program.
4th/5th Supplemental
Congress is in the process of developing a 4th stimulus package that will likely build upon/expand
the programs and gaps from the CARES Act. This is anticipated to be passed later this month.
The higher education associations and CSU have developed priorities for the 4 th stimulus, which
can be categorized into the following:





Additional emergency aid to students and support for institutions ($47 billion)
Extending access to tax relief and low-cost capital
Supplying supplemental research funding to institutions ($26 billion)
Temporary regulatory flexibility and suspending burdensome proposed rules

There will likely be a 5th stimulus as well that will focus on infrastructure needs for the county
(e.g. roads, bridges, rail, buildings, etc.).
State Level
The Legislature suspended their session on March 16 and they are scheduled to be in recess until
May 4.
Before the Legislature adjourned, they voted on emergency legislation (SB 89 and SB 117) which
was signed by the Governor.
SB 89 provides $500 million in general fund monies to help fight COVID-19 and authorizes
increases up to $1 billion. The funding will be used to increase hospital capacity and protect
vulnerable populations (e.g. elderly, homeless).
SB 117 provides $100 million for K-12 schools for purchasing personal protective equipment or
paying for supplies and labor related to cleaning school sites.
The Chancellor’s Office has been receiving many questions from campuses to see if there is any
money for higher education.
SB 117, is focused on K-12 and there is no opportunity for us to tap into those dollars.
SB 89, has less clarity. The CO’s Budget Office is working to determine what the best course of
action is on this budget bill. While the CSU was not the intended target of this bill, there is a lot of
flexibility that has been provided to the Governor.
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CSU Budget
The CSU is working to revise its budget strategy in light of the current pandemic.
Generally, April tax revenues provides the information needed for the Governor’s May Revision.
Given the federal government’s decision to postpone the tax deadline to July 15, revenues will
not be known well past the May revision and into the summer.
The Legislature will have to adopt a workload budget to meet the June 15 Constitutional
deadline.
A workload budget reflects what a given program will cost next year under existing law and
policy. So CSU’s budget will likely remain flat come June.
Once revenues become clearer, then the Legislature will likely have to make budget adjustments.
It is anticipated the Legislature would pass a revised budget in September and CSU’s budget could
become further adjusted at that time.
In regards to the State’s revenue forecast the Legislative Analyst and Department of Finance have
released recent documents.
The Legislative Analyst Office produced a report on March 18 on California’s fiscal outlook.
The report noted that earlier revenue estimates now clearly require a downward revision, though
it is premature to say by how much.
The report also noted that regardless of the ultimate revenue estimates, the Legislature almost
certainly will have to reassess its policy priorities for the upcoming year.
The Department of Finance sent a Budget memo to State agencies on March 24. The key take
away in the memo was following: “agencies and departments should have no expectation of full
funding for either new or existing proposals and adjustments”.
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Student Affairs Report to Senate
April 21, 2020
Keith Humphrey
Vice President for Student Affairs
•

•
•

•

•

•

Campus housing occupancy is at about 6% of total capacity. All students are living in
Poly Canyon Village or Cerro Vista apartments to provide students with kitchens and
private bathrooms. All residence halls have been locked and students are not able to
gain access to return and collect belongings until public health conditions improve.
Counseling services & Safer services are meeting with students via telehealth,
appointments can be scheduled by calling their regular office numbers.
Medical Services is being provided in a hybrid model - some telehealth, some in
person. Students are encouraged to call ahead for an appointment but will not be
turned away if they present in person. They are also screened on arrival (temperature,
complaint of respiratory symptoms) - at the entry of the health center. All students are
instructed to wear a mask upon entry to the health center.
All under-represented and non-resident students (total 3,316 calls) were called by
Student Affairs over Spring Break to ensure that they were safe, had access to
technology resources for virtual learning, and to help them if they had not finalized
plans for next year.
To complement the spring quarter virtual learning environment, Student Affairs has
created a resource called “What’s Up Now” to showcase virtual student experiences
hosted by the division in the Cal Poly Now app. The Cal Poly Now app provides a userfriendly interface that sources content directly from existing public-facing calendars.
123 students have received supplements to their meal plan or meal plan money to
reduce issues of hunger, and 81 students have received Cal Poly Cares grants to cover
issues related to housing, academic supplies and unexpected personal emergencies (as
of 4/9/2020). The Food Pantry in the lower level of the Health Center remains open.
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CFA RESPONSE TO COVID-19. CFA statewide has a web page that provides faculty with updates
and resources regarding the pandemic: https://www.calfac.org/pod/covid-19-and-cfa
FACULTY RIGHTS DURING THE PANDEMIC. CFA is prioritizing enforcement of Article 37 (Safety)
of our Collective Bargaining Agreement during the pandemic. All faculty have the right to work
remotely during the pandemic. CFA SLO believes that all Cal Poly faculty are now able to work
remotely. Faculty do not need to sign telecommuting agreements in order to work
remotely. Cal Poly faculty should immediately contact CFA SLO Chapter President Lewis Call
(lcall@calfac.org) and Faculty Rights Chair Neal MacDougall (nmacdougall@calfac.org) if they
believe that they are being required to work in unsafe conditions, if they are being denied the
right to work remotely, or if they are being asked to sign a telecommuting agreement. Faculty
retain intellectual property rights for course materials that they place online. Cal Poly’s
intellectual property policy is available here: https://research.calpoly.edu/policyIP Section
II.A.2 indicates that faculty own the copyright to their scholarly and creative work. CFA SLO
recommends that faculty assert their intellectual property rights by including a copyright
statement on their syllabi and other course materials. Faculty who want to allow colleagues to
share their course materials may wish to consider using a Creative Commons
license: https://creativecommons.org/
OPTIONS TO EXTEND TENURE CLOCK AND REMOVE SPRING STUDENT EVALUATIONS FROM PAF.
Faculty have received a memo about these options from CFA SLO Chapter President Lewis Call
and Vice Provost for Academic Affairs and Personnel Al Liddicoat. Tenure-track faculty will have
the option to extend their probationary period or tenure clock by one year. All faculty who
teach in Spring Quarter 2020 will have the option of removing their Spring student evaluations
from their Personnel Action Files. Faculty will be able to see their Spring student evaluations
before deciding whether or not to remove them. Faculty who wish to exercise either or both of
these options must notify their college deans by July 1, 2020.
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ASI President’s Report:
•

•

•

•

•

COVID-19 – Since Monday, March 9th, myself and other members of the ASI Leadership Team
have been in various meetings with the President’s Cabinet, Dean’s Council, and members of the
Emergency Operations Center (EOC). In all of these meetings, student leaders have pushed for
consistency, better communication, and the greatest flexibility for students during this turbulent
time. Additionally, on March 30th, I was asked to be a part of a working group of the EOC to
develop an educational campaign around anti-Asian racism seen in the community and
throughout the world due to this pandemic. Please reach out to me if you have any ideas for this
effort.
Provost Candidate Search – Student Leaders met with the last candidate for the position of
Provost on Friday, April 17th and provided comments on each candidate to President Armstrong
for his final selection.
Open House – New Student and Transition Programs has developed a virtual Open House
experience. I had to opportunity to address new and prospective students during the opening
message on Friday, April 17th. Other organizations and departments across campus will have the
opportunity to speak with students through this virtual setting.
California State Student Association – A few weeks ago, the California State Student Association
voted to approve a letter response to the COVID-19 crisis, which can be found
here: https://drive.google.com/file/d/1b_cckAh_UyypgUhLGYnz7qAks0A-jO_Q/view.
Additionally, we had our regularly scheduled monthly meeting for April 18th and 19th. The
agenda for this month’s meeting can be found
here: https://drive.google.com/drive/folders/1hj_gLNv6EJExYnRrTpjiupf5sLzQVr6m
Future Meetings and Events – ASI Student Government is continuing to meet virtually, and all
updates to meeting times and schedules can be found on our newly launched ASI website. In
addition ASI is continuing to provide various services to students virtually, including Rec Center
classes, at-home ASI Events, and more.
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University Faculty Personnel Policies Consent Agenda Proposal
UFPP Appendix: Administrative Memos
The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with
representation from each college, the library and professional consultative services, Academic Affairs,
and a student representative. FAC employs a streamlined process for Academic Senate approval of
personnel policies which specifies the nature of consultation with faculty affected by proposed changes
and provides a clear accounting of which policy documents have been superseded by the proposed
change. It also allows the Senate Executive Committee to place non-controversial updates to personnel
policies on the Senate consent agenda.
Many policies are not established by the Academic Senate, but instead are subject to administrative
action. To facilitate access to and citation of those memos FAC proposes the establishment of an
appendix to UFPP containing administrative memos.
Summary of Appendix: Administrative Memos
Administrative memos related to faculty personnel policies shall be placed into an appendix to UFPP and
given a standard citation reference. The placement of additional memos shall occur by Senate action
either by the consent agenda or by resolution. Editing UFPP to insert citations of these memos needs no
further Academic Senate oversight.
This appendix to UFPP shall be accessible as a separate document linked to the Academic Personnel
website along with UFPP and the other faculty personnel policy documents at Cal Poly.
Impact on Existing Policy
This action consists of establishing a place to hold policy-making administrative memos and a
standardized means of citing those memos. The memos have already established or modified policy.
Moving them into a single document appended to UFPP and implementing a standardized means of
citing them changes no policy expressed by the memo.
Implementation
References to administrative memos need to be updated to use the new citation standard. References
in UFPP can be implemented ad hoc.
Consultation with Faculty Units about UFPP Appendix: Administrative Memos
Consultation on the creation of this appendix to UFPP was minimal. Members of FAC considered it
valuable. A few informal conversations with administrators, staff, and faculty suggested it to be a noncontroversial positive addition to UFPP.
What follows is the proposed text of the policies and a draft of the appendix…

Faculty Affairs Committee, Winter 2020
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University Faculty
Personnel Policies
Appendix:
Administrative Memos
DRAFT for AY 2020–2021
Written by the Academic Senate Faculty Affairs Committee
Approved by the Academic Senate
Maintained by Academic Personnel

This document arose from shared governance between the Cal Poly Academic Senate
and Academic Personnel. Final policy text is in effect for the academic year listed above
until superseded by revisions to prevailing policy.
Draft policy not yet in effect but provided in this document for reference is marked in
red typeface with titles indicating the status of the draft.
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UFPP Appendix: Administrative Memos

Appendix: Administrative Memos
13.1.1.

13.1.2.

13.1.3.

13.1.4.
13.1.5.
13.1.6

2

UFPP includes an appendix containing copies of various administrative memos
relevant to policies in UFPP or subordinate policy documents. Administrative
memos state or create policy by administrative action. Gathering them into an
appendix provides a convenience of a single location for policy memos cited in
UFPP or in subordinate college, library, or department policy documents.
UFPP Appendix: Administrative Memos shall be contained in a document
separate from UFPP, and accessible on the Academic Personnel website along
with UFPP.
Administrative memos are sorted by date and assigned descriptive names
typically drawn from their subject lines. To standardize citation of
administrative memos, each is assigned a reference number in the following
format: AM-YYYYMMDD. Any citation of administrative memos in UFPP or
subordinate policy documents should use that reference standard.
Administrative memos shall be placed in this appendix by Academic Senate
Consent or Academic Senate Resolution cited in a list of the memos in UFPP.
Adding citations of administrative memos to UFPP shall be regarded as wholly
editorial and therefore needs no further Academic Senate action.
List of administrative memos
• AM-19850222: AB85-2 Role and Definition of Professional Growth and
Development
o [Cite Senate action]
• AM-20050111: Faculty Post-Retirement Employment
o [Cite Senate action]
• AM-20061117: Agreement for Summer Quarter Faculty Assignments
o [Cite Senate action]
• AM-20130110: New Outside Employment Reporting Requirement for
Unit 3 Employees
o [Cite Senate action]
• AM-20130222: New Student Evaluation Requirement Effective Winter
Quarter 2013
o [Cite Senate action]
• AM-20130919: Self-Support Program Personnel Policies
o [Cite Senate action]
• AM-20161115: Amendments to the Range Elevation Procedures 2016
o [Cite Senate action]
• AM-20170530: Guidelines for Special Session Teaching
o [Cite Senate action]
• AM-20171030: Settlement on Lecturer Voting
o [Cite Senate action]
• AM-20171101: Employment of Non-Immigrants – Important updates
o [Cite Senate action]
• AM-20180919: Lecturer Range Elevation Eligibility Guidelines
o [Cite Senate action]
• AM-20190208: Summer Term 2019 Faculty Eligibility
o [Cite Senate action]

March 5, 2020
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AM-19850222: AB85-2 Role and Definition of Professional Growth and Development

California Polytechnic State University
San Luis Obispo, California 93407

Administrative Bulletin 85-2
February 22, 1985

ROLE AND DEFINITION OF PROFESSIONAL GROWTH AND DEVELOPMENT

Improving the climate for professional growth has been an issue of special concern to me ever since I came to Cal
Poly in 1979. A modern university needs a faculty that is up-to-date in its field. I am, therefore, committed to
doing whatever is necessary to ensure that end.
To do so, we have already taken several steps. The first of these has been to define the role of research.
Previously, research had been viewed by many as a questionable activity, unrelated, perhaps even inimical, to the
aims of the institution. In the fall of 1981, I issued Administrative Bulletin 81-2 with the intention of dispelling that
notion. That bulletin identified research as an important and valid form of professional development, appropriate
to the purpose of the institution. It also asserted that professional development is essential to maintaining a viable
educational program, and is second in importance only to instruction.
The Academic Senate saw the need for a fuller statement on professional growth and development to provide a
context for the role of research. In the Fall of 1981, it appointed an ad hoc committee to draft a policy on
professional development. That committee met during academic year 1981-82, drafted a statement, and
forwarded its recommendations to the Senate in May of 1982. The Senate approved the report in February of
1983 and forwarded it to me with a recommendation for adoption. An Administrative Bulletin was drafted based on
that report and shared with other members of the academic community in the Fall of 1983. Further suggestions for
improvement were received, evaluated, and, as appropriate, used to refine this version of the bulletin, which is
attached.
Parallel with these developments, the Academic Planning Committee was seeking to define more clearly Cal
Poly's overall mission. A final statement, originated by this Committee, was issued in September of 1983 after
much consultation. Once again, the importance of intellectual and professional growth to the campus was
asserted, as follows:
Cal Poly is committed to establishing and maintaining an environment that fosters the
complete growth of the individual--student and faculty member alike. Commitment to
inquiry and the search for truth is a foundation for intellectual and personal growth.
Cal Poly strives to instill among its students intellectual maturity, an appreciation of
learning, and a dynamic professionalism. To foster professional development among
faculty, it strives to stimulate faculty members to challenge themselves--to develop
professionally through organizations, creative activity, consultation, professional
leaves in business and industry, or applied or basic research.
Supporting a strong program of professional growth is a costly enterprise, and financial support for
faculty development is scarce. The University is aware of the history of deficiency in this vital area and
recognizes its responsibility to continue to take action to help alleviate these resource constraints.
Clearly it is in the State's best interest to protect its investment in students by insuring the continued
development of its teachers.
But the State has not always recognized these responsibilities and their potential benefits. In recent
years it has turned down requests for augmented funding with distressing regularity. Consequently,
problems that were once nuisances have accumulated and been compounded until quick remedies are
no longer possible.
Fortunately, that era seems to be turning around in California as in other states. Although attempts to
reduce the teaching load have failed, Cal Poly's FTE faculty allocations have been augmented recently,
giving us a student/faculty ratio considerably lower than it was four years ago, making some assigned
time appointments possible. Faculty allocations should continue to grow, at least into the near future,
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with no accompanying growth in student numbers.
Our teaching laboratories are not ideally suited for some advanced forms of professional development,
but the outlook for funds to replace equipment and purchase new equipment is considerably improved.
In addition, plans are being considered for conversion of facilities being replaced by new construction to
space which could be made available for faculty development and research efforts. Private faculty
offices are also being added as each new building is completed. Approved capital improvement projects
could add 150 private offices to the campus by the fall of 1987.
Our technical and clerical support staff is still not adequately funded to assure the most productive use of
faculty time, and travel to attend professional meetings has never been sufficient to meet realistic needs.
However, a recent program change proposal increased state support for technical staff in some
disciplines and the Governor's budget this year formally recognizes faculty professional development in a
program change proposal although the funding level is still quite small. The annual giving program along
with other private support programs established by the Development Office continue to improve each
year to help ameliorate our shortage of resources for faculty professional development.
These changes are happening now, and further initiatives are underway, undertaken at many different
levels by various constituencies. I have personally informed key legislators, the Department of Finance,
the Governor's Office and, of course, the Chancellor of our need for help, and of the State's responsibility
to remedy these problems. In addition, I am redoubling our efforts to gain private support. With the
appointment of the new Vice President, University Relations, we have made another major commitment
to finding support from the private sector.
In the meantime, this Administrative Bulletin is intended to define professional development, to assert its
importance, describe various avenues of professional development, and outline its role in faculty
personnel actions.
Clearly, if we were provided adequate funding for professional development, we could do much. Even
though we are not, we cannot choose to do nothing at all. As an institution of higher education, we have
an obligation to ourselves, our colleagues, our profession, and our students to do the best we can with
what we have. Within that context, this bulletin defines the unique role professional development plays
on our campus. I encourage each of you to do your best to preserve and enhance the vitality of teaching
at Cal Poly.

________________________________
Warren J. Baker

___________________
Date

______
Note: This Administrative Bulletin should be filed in the Appendix of
the Campus Administrative Manual and an entry made in the CAM
Index and the title added to the Administrative Bulletin's title
page.
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California Polytechnic State University
San Luis Obispo, California 93407

~CALPOLY

Administrative Bulletin 85-2
February 22, 1985

ROLE AND DEFINITION OF PROFESSIONAL GROWTH AND DEVELOPMENT
The vitality of Cal Poly as a university depends on an intellectually active and professionally vigorous
faculty. Those who continue to grow professionally also continue to grow as teachers. Indeed,
scholarship, professionalism, and teaching are so interdependent that scholarship can become
enervated without the stimulation of a professional commitment, and teaching can become irrelevant
without the revitalization of scholarship or the touchstone of the marketplace.
As a special institution of higher learning, Cal Poly can profit from a wide range of professional
development modes. This Administrative Bulletin is intended to guide faculty into those directions of
professional growth most useful to Cal Poly and to define the role professional growth and development
plays in the instructional program of the University.
Definition of Professional Development
-----Professional development is defined as the generation of knowledge or the acquisition of experience,
skill, and information that enables one to perform at a higher level of proficiency in his or her
profession.
Role of Professional Development
Excellence in teaching is the primary purpose of the University. Professional growth and development
is essential to meeting this goal.
Avenues of Professional Development
The instructional programs at Cal Poly range from the basic to the applied. In turn, any of a number of
professional development activities can fit Cal Poly's spectrum of disciplines and professions.
The campus has a faculty of diverse interests as well, whose professional pursuits cannot be neatly
categorized. Typical activities can be listed, however. They fall into two major modes: generation of
knowledge concerning teaching or the discipline; and acquisition of further knowledge in, or
professional contributions to, one's own or related fields.
1. The generation of knowledge concerning teaching or the discipline
A. Contributions to the teaching profession. Examples of this type of professional
development include studies of pedagogic technique, papers on pedagogy presented at
professional meetings or submitted to professional journals; presentations on pedagogy
given in invited talks, seminars, and workshops; development and marketing of audiovisual aids; and development and publication of textbooks or manuals.
B. Contributions to the general body of knowledge in an academic discipline. Generation
of knowledge in a discipline may involve basic and applied research or creative
productions. The various forms of research have already been defined in AB 81-2, "Role
of Research." In the visual, performing, or literary arts, creative contributions in the
discipline involve the production of art works and techniques that become part of the
general body of literature of an artistic discipline. Contributions to knowledge may also
include creative works protected by copyright or patents.
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Dissemination of new knowledge occurs through papers presented at meetings or
published by professional journals, and through contributions to colloquia or seminars.
Dissemination of works of art and new modes of artistic expression occurs through
publication, gallery shows, public performances, and presentations at meetings seminars.
2. The acquisition of further knowledge in one's field or a related field.
Examples include service to or study in a different but related academic discipline;
classes, seminars or conferences attended to enrich or update professional knowledge or
skills; international development and education appointments; professional experience in
industry or government; challenging consultancies; internships or residencies at
appropriate institutions or organizations; participation in national and international
professional programs; projects undertaken to improve teaching skills; the completion of
advanced degrees, professional licenses, or additional advanced studies; participation in
appropriate institutes, seminars, and workshops; active participation in professional
organizations; and service on advisory boards or committees in relevant fields.
The above examples, although not exhaustive, suggest the variety of professional development
activities in which faculty could engage.
Appraisal of Professional Development
-----Each discipline or department at Cal Poly must decide on the combination of professional development
activities best suited to its individual character. It is the responsibility of each academic department to
ensure that the professional activities of individual faculty members are an asset to the university and
are supportive of its educational mission. This responsibility should be carried out in a manner
consistent with established departmental criteria.
The direction of research, scholarship--indeed, of any professional development activity--is often
uncertain and can take unexpected turns. Recognizing that specificity is often not possible, it is helpful
nonetheless to have a plan for guidance. It is important, therefore, that each faculty member carefully
consider and document general plans for professional development, and modify these plans as
necessary.
Departments can help orient new faculty by clarifying what modes of professional development are
most consistent with departmental goals, and by endorsing general plans. The faculty member's
immediate colleagues are usually the people best suited to evaluate the quality of the work done. The
department head, in consultation with the tenured and senior faculty, is responsible for informing
individual department members about how well their professional activities are meeting these criteria,
both in plan and performance.
Because of the crucial relationship between teaching and professional development, it is campus policy
that evidence of professional development is and continues to be an important requirement for all
faculty for retention, promotion, and tenure. Cal Poly's health as a university depends on the vitality of
its faculty. Teaching can continue to be invigorating only if it is energized by regular involvement in the
recreative activities of professional development. This bulletin is intended to clarify and assert the
importance of encouraging and nurturing this most vital element in Cal Poly's continued success.
Resources for Professional Development
In order to create an atmosphere in which faculty can strive for excellence both in the classroom and
professionally, a university must provide an academic environment that encourages pride in one's
work, and an opportunity to do that work well. The university must strive to provide faculty sufficient
time and resources to pursue both professional growth and teaching excellence, so that these two types
of endeavors may be mutually supportive rather than competitive.
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The present teaching load is such that faculty often compromise the quality of their teaching because of
inadequate time to develop new approaches and new material. Finding time for professional
development is extremely difficult and can further compromise and limit improvements in quality.
Efforts should be made to bring the teaching load into line with the expectations for continual
improvement and professional development.
Facilities need to be improved and expanded for basic teaching activities. Furthermore, the current
facilities utilization formulas do not recognize the need for facilities to support the teaching effort
through faculty development. Adequate recognition must be given to provide facilities for both
teaching and professional development.
The working environment should be sufficiently attractive to acquire and retain faculty dedicated to
teaching excellence fostered by continual professional development activities. This means that
adequate support should be sought for salaries, sabbaticals, professional travel, publication, private
offices, library and computing facilities, and technical, clerical, and student assistant help.
Professional growth and development is extremely important for the competence of our faculty and for
the vitality of our academic programs. Both the faculty and the university must cooperate in this effort
of mutual benefit. The faculty bear the responsibility of engaging in appropriate professional activities,
and the university bears the responsibility of providing appropriate time and resources for these
activities.
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AM-20050111: Faculty Post-Retirement Employment
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AM-20061117: Agreement for Summer Quarter Faculty Assignments

California Polytechnic State Unlvenity
AGREEMENT FOR SUMMER QUARTER FACULTY ASSIGNMENTS
Effective Summer2007
Page I
I.

Offers of summer employment shall be based oo the cwricular needs of the department

2.

The composition of summer quarter appointment offers for extra pay within the University (and
preferably within eacb college and department) may consist of.
a.

At least 60% of summer appointment offers (headcount) shall consist of tenured and
probatiooary faculty, as follows:

i. lb.ree--quarters of summer appointment offers (headcount) shall consist of
tenured and probatiooary faculty based on priority lists and ranking procedures
(item 8, below).
ii . One-quarter of summer appointment offers (headcount) may consist of a
combination of new first year tenure track faculty and additional probationary
faculty. (Offers of summer employment may be extended to any new first year
tenure track faculty member either during the summer preceding the tenure track
assignment , or the summer quarter immediately following their first academic
year.)
b.

Up to 40% of summer appointment offers (headcount) may consist of lecturer
appointments . It is possible that more than 40% (headcount) of the appointments for
Summer Quarter may result in lecturer appointments if tenured and probationary faculty
decline offers extended to them .

3.

Appointment of probationary or tenured faculty during Summer Quarter will be based on a 12
WTU teaching assignment and 3 WTU for instructionally related responsibilities (see item 7
below) , or pro-rata amount for part-time assignments . (For example , the assignment ofa
probationary or tenured faculty member teaching 4 units over five weeks or eight weeks would be
paid 4/ 12 for the quarter to include instructionally related responsibilities .)

4.

Probationary and tenured faculty teaching part-time may either:
a.

be compensated oo a pro-rata basis of 12 WTU, or

b.

"bank" the summer units on a pro-rata basis of 12 WllJ to reduce a future teaching
assignment during a quarter in the immediately subsequent academic year . The quarter
for which the teaching assignment will be reduced will be jointly determined by the
faculty member and department bead/chair before the summer letter of appointment is
extended.

5. Probationary or tenured faculty "banking" Summer Quarter by teaching full-time will not be
assigned to teach for extra pay during the vacation quarter (except for emergencies or
extraordinary circumstances).
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6.

Summer Quarter appointments oflecturcrs will be based oo a 15 unit teaching load. Lecturers will
be paid for all work assigned. Lecturers assigned instructionally related responsibilities shall be
paid accordingly .

7.

Instructionally related respon sibilities include research , scholarship, creative activity, and/or
service to the University , profession and/or the community .

8.

After determining the cwricular needs for Summer Quarter, consideration of probationary and
tenured faculty eligible and qualified to teach the courses shall then include a rank ordered list of
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AGREEMENT

California Polytechnic State University
FOR SUMMER QUARTER FACULTY ASSIGNMENTS
Effeclive Summer 2007
Page2

faculty with priority beinggiven to those eligible faculty members who have taught dwing
summer quarter less recently .
a.

b.

c.

9.

Toe Academic Personnel office will develop a list, by department , reporting past history
of summer quarter assignments for those faculty who have taught for extra pay; bankeda
summer quarter full lime; or repaid an "advance quarter off ' by teachinit a sum.mer
quarter .
Faculty will advise their department head/chair (by a deadline established by the
department) whether the assignment will be for extra pay or for banking in the event they
are appointed to teach Summer Quarter .
Tie-breaking procedures , when faculty are equally eligible and qualified, will be
determined by the respective department/equivalent unit.

Summer quarter assignments not affecting eligibility are :
a.

Banking a part-lime summer teaching assignment to reduce the teaching assignment in
the immediate subsequent academic year , but will impact department priority;

b.

Non-teaching assignments reimbursed by grants , fellowships , non-State funding , etc.;

c.

Instructional administrative assignment s such as coordinators , department heads/chairs,
production/farm managers, etc .; and/or

d.

Assigned lime for professional development or course/curriculum development.

10. Unless otherwise agreed to by the parties, this agreement sball remain in effect through at least the
ending date of the successor contract curren tly being negotiated between the CSU and CFA.
11. The intent of the Parties is to maintain the level of compensation provided in this agreement,
unless the collective bargaining agreement provides a higher level of compensation or benefits .
12. For terms and conditions of employment not specifically addressed by this agreement, it is the
intent of the parties to maintain the status quo with regard to summer employment. However , in
the event of a conflict regarding this agreement or past practice, the state-wide MOU (excluding
Article 21- Swnmer Session) will control for summer employment .
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AM-20130110: New Outside Employment Reporting Requirement for Unit 3 Employees
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AM-20130222: New Student Evaluation Requirement Effective Winter Quarter 2013

CAL POLY

State of callfornla
Memorandum

SAN

LUIS

OBISPO

To:

Philip Bailey, Dave Christy, Douglas Epperson, Debra
Larson, Christine Theodoropoulos, David Wehner

Date :

February 22, 2013

From:

Kathleen Enz Finken
Provost

Copies:

Jeffrey Armstrong
Department Heads/Chairs
All Faculty Employees
College Analysts
Al Liddicoat
Glen Thorncroft
Steve Rein
Dustin Stegner
Kenneth Brown
Academic Personnel Staff

Subject:

New Student Evaluation Requirement Effective Winter Quarter 2013

Provision 15.15 of the Collective Bargaining Agreement states that student evaluations shall be required for all classes taught
by each faculty unit employee, unless the President has approved a requirement to evaluate fewer classes after
considerations of the recommendations of appropriate faculty committee(s) . The new requirement for faculty to evaluate all
classes taught will take effect Winter Quarter 2013, as communicated in the memo dated 10/19/12 from Al Liddicoat, AVP
Academic Personnel (available at http ://www .academic-personnel .calpoly.edu/content/policiesprocedures ).
After consulting with the Academic Senate Instructional Committee and the Faculty Affairs Committee , President Armstrong
and I have reviewed and endorse the follow ing exceptions for conducting student evaluations in low enrollment courses
(individual senior project , Independent study), capstone, and cooperat ive education courses:

1. Courses with low enrollment (less than five students) shall not be evaluated . Typical of these courses would be:
Individual senior projects
independent study
2. Cooperative Education courses that do not include direct instruction shall not be evaluated using the student evaluation
process. Academic Departments or the Career Services Office may use a survey to evaluate the students' co-op experience,
but this is not part of the student evaluation process.
3. Capstone senior project courses, which usually have larger enrollment, shall be evaluated if there are more than 5 student s
enrolled.
4. Team-taught classes: In situations when classes are team-taught , the instructor of record shall conduct student
evaluations . If there is more than one instructor of record , then copies of the evaluation results shall be placed in each of the
Instructor's personnel files with a memo indicating that the cour se was team-taught. Any faculty member team teaching the
course will have the opportun ity to write a narrat ive description to accompany the student evaluation results for the team·
taught course if they desire to add context to the results. A faculty member who team -teaches a course and believes that the
results are not representative of their contributions to the course, may request that the dean not include the results
associated with this team-taught course In his/her PAF. After reviewi ng this request , the dean has the discretion to determine
if the student evaluation results of the team-taught course should be placed in the instructor's file .
As a reminder , all student evaluations are to be conducted utilizing the questions and format that have been vetted and
approved by your college. All other requirements and processes outlined in the Guidelines for Student Evaluation of Faculty
(available at http ://www .academic-personnel.calpoly .edu/content/po licies/rpt ) remain applicable .
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AM-20130919: Self-Support Program Personnel Policies

State of California

Memorandum

CAL POLY
SAN

LUIS

OBISPO

To:

College Deans
Department Heads/Chairs

Date:

September 19, 2013

From:

Kathleen Enz Finken
Provost and Executive Vice President
for Academic Affairs

Copies:

Brian Tietje
Al Liddicoat
John Lyons
Cari Moore
Rich Savage
IG&EE Staff

Subject:

International, Graduate and Extended Education
Self-Support Program Personnel Policies

As a follow-up to discussions about self-support program policies in the Deans’ Retreats over the
summer, I am pleased to approve the attached International, Graduate and Extended Education SelfSupport Program Personnel Policies document.
This document is intended to define and promote policies that will lend structure, clarity, consistency
and transparency to the processes governing faculty appointment, assignment and pay for Cal Poly’s
self-support programs offered through the auspices of the International, Graduate and Extended
Education office. The applicable self-support classifications covered by these policies include:
2322 = Instructional Faculty – Special Programs (for credit)
2323 = Instructional Faculty – Extension (for credit)
Applicable programs include Off-Campus and International Programs, Self-support Graduate and
Certificate Programs, and all other Special Session Programs for academic credit. Self-support Summer
Term policies are covered separately and will be updated later in the academic year.
These policies are posted on the Academic Personnel website at http://www.academicpersonnel.calpoly.edu/content/policiesprocedures. I would appreciate your assistance in advising your
faculty of the new policies.
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International, Graduate and Extended Education
Self‐Support Program Personnel Policies
September 16, 2013

This document is intended to define and promote policies that will lend structure, clarity, consistency and
transparency to the processes governing faculty appointment, assignment and pay for Cal Poly’s self‐
support programs offered through the auspices of International, Graduate and Extended Education office.
These programs include Off‐Campus and International Programs, Self‐support Graduate and Certificate
Programs, and all other Special Session Programs for academic credit. Self‐support Summer Term policies
are documented separately (available at http://www.academic‐personnel.calpoly.edu/content/summer.)
The applicable self‐support jobcodes and classifications covered by these policies include (source: CSU
Salary Schedule; Unit 3 Faculty CBA):
2322 = Instructional Faculty – Special Programs (for credit)
2323 = Instructional Faculty – Extension (for credit)
1. Recruitment and Appointment/Assignment Authority
a. 2322: Current faculty unit employees will be assigned by academic departments for all
programs for academic credit (special session, off‐campus programs, self‐support
graduate programs, and international programs). A Self‐Support Program Appointment
and Acceptance Agreement will be issued by the Vice Provost for International, Graduate,
and Extended Education (IG&EE), and will be reviewed by the Associate Vice Provost for
Academic Personnel before being sent to the faculty employee.
b. 2323: Current faculty unit employees will be assigned and appointed by the Vice Provost
for International, Graduate, and Extended Education.
c. If there is a need to hire non‐faculty to teach self‐support courses for academic credit
(2322), applicable academic recruitment policies must be followed by the academic
department or college in which the program resides to solicit applications and interest,
normally using the part‐time pool recruitment process.
2. Appointments to 2322 and 2323 jobcodes
a. Article 40.13: The official notification to a faculty unit employee of an appointment in the
classifications noted in provisions 40.1 and 40.2 shall include the beginning and ending
dates of appointment, number of WTUs, salary, the requirement to meet the first class,
and other conditions of appointment. The faculty unit employee's appointment may
require participation in the student evaluation process.
b. Additional compensation for current faculty teaching Self‐Support program courses during
the regular academic year will be compensated at a rate of 1/45th of the faculty member’s
annual base salary per WTU.
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c. Appointments of non‐faculty for Self‐Support programs during academic year will be
compensated at the published rate in the CSU salary schedule (see attachment) for the
appropriate jobcode, based on the entry level rank (3=Assistant Professor equivalent).
Higher rank placement may be used if such placement is in accordance with applicable
department and college personnel policies and is recommended by the appropriate
department head/chair and college dean(see 1.c above)
d. Article 40.12: An appointment to the classifications noted in provisions 40.1 and 40.2 is a
temporary appointment for a specific period of time. Appointments are for instructional
course WTUs only and are exempt appointments. No entitlements or fringe benefits of
any type are earned in 2322 and 2323 jobcodes (these positions are paid in one lump sum
at the conclusion of the assignment and therefore do not qualify for benefits).
e. Article 40.15: Faculty who develop the courses that are offered through Extension in
classification code 2322, Instructional Faculty, Special Programs ‐ For Credit shall have the
right of first preference to teach those courses.
f. Article 40.21: When employing faculty to teach Extension courses that have been
previously offered on that campus through the regular state‐supported (General Fund)
curriculum during the last academic year, first hiring preference shall be given to qualified
three‐year appointed faculty who have not received work sufficient to fulfill the time base
entitlement of their three‐year appointment in the most recent academic year, or in the
case of a midyear extension course, in the current academic year. Qualified as used herein
shall mean that the faculty member has taught the offered course, or a substantially
similar course, on the offering campus.
g. Jobcodes 2322 and 2323 may not be used for assignments of current Cal Poly faculty
during Summer Term in lieu of jobcode 2357, except by advance approval of the Vice
Provost for International, Graduate, and Extended Education and Associate Vice Provost
for Academic Personnel. Requests for exceptions must clearly indicate how an exception
will benefit the University and its students, and cannot be granted for courses that would
qualify as self‐support summer courses. Exceptions will not be approved for reasons that
solely benefit the instructor. Cal‐Poly Led Programs and other off‐campus and self‐
support graduate and certificate programs offered during summer may continue to use
jobcodes 2322 and 2323 for these appointments.
3. FERPs may not receive any additional employment for additional compensation for the duration of
their FERP employment. This includes any additional employment for additional pay regardless of
funding source, such as Special Consultant appointments, Extended Education or Cal Poly
Corporation.
a. FERPs will generally not be permitted to teach for self‐support programs on a reimbursed
basis for the duration of their FERP appointment, unless an exception is granted by the
Provost and Executive Vice President for Academic Affairs under the established exception
criteria.
b. Any exceptions will be recommended by the Vice Provost for International, Graduate, and
Extended Education on the basis of demonstrated programmatic need for the expertise of
the FERP and unavailability of other faculty member(s) with the needed expertise. A FERP
requesting an exception to teach for self‐support programs within their college or
2
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Memorandumof UndentandlfW:AmendnlHls
to the Rawe
S-tlDn Ptocecluns JOUi

InOlderto address lllsues1550dlted with lid of opportunitiesfor ranee
elevation In the absenceof
11110tlated
Sen/IceS111ryIncreases(5511),the followfnlpr01r1mshall be 1v1llableto ei.lble lectu,.,s
and temponiy lbraran fKulty unit employees.
l.ectumsand t1mpcnry lbrlrlln facultyunit employeeswho meet ran,e 1fevatlon alterta ascurrently
defined by ArtldeU.17, or become llwibllwhllethis qrNment Is In effect, shall mntlnue to beel....
to apptffor ra1111
elev1t1onunderpnwlslons12.16 thnluah12,20 ilnd campuspollcl11.

Latuiers ind temporary llbrarlln faculty unit employeeswho have served 1t INSt fM years In the
Clltffllt...... 1nd h- ,.ilChed the Servla! 5alar, lflcruse (SSI)maximumsh1Ube mnsldend elllfble
for raiweelevatlonrqardless ofwhether they have received priorFacultyMerit lncrnses (FMls).
For those lecturers and temporary librirfanfacultyunit employns who havenot exhausted 5511l'81blllty

by the blpmfnl

of the 2017/18 academicyear, the followlntprovisions
shallapply.

Determination of allsfbllty
■

Full-timeadjusted service (FTAS)
shd be establlshedIS ol the bqlrviln&d the 2017/18
ilCilClemlcyear
. For udl ICildemlcorflscalyear,FTASIsdeRnedas the ilftflle
overlhe
ltildemlc or llsQI vear, dividedby 0.8, up to a maximumol LOfor the year.

•

by a safilr, Increaseof at lust
or whatever
Ri1111e
elevation shill be 1Ca1111panled
pen:entqe IncreaseIs requln!dto reachat Inst the minimumd the next ranae,
whicheverIs
pater.

•

LKturers and temporary lltll'ilrflnfaculty unit employels with at least 6 yun FTASIn the
tulffnl ruse ill d the start of the FaN2017 term shall be ellalble to apply for ranp'elevatlon
KCDrdlnl
to the followlnaschedule:
o In 2017/18, Individualswith u or mora yea11FTASshlH be eflllble to apply.
shallbe ell1lbleto apply.
o In 2018/19, lndlvldualswllh9or mo,.years FTAS
o In 2019/20, lndlvldualswith 6 or more years FTASshall be lllclble to apply.

m

s"

Revllwpracess
• C.ampusallerla, llmellnes,andreviewprDCl!SSes
l'or ranae
elwatlonestablishedat eachcampus
pursuant ID Artlcle12.16 shall continue to be used for ranaeelevation under these modlRed
alto

.

EHectlwtdate fut lncreuu

Raf1II!
elevatlon, IS well IS i1ppllcablesalary Increases,
shal take effed II the bqlrvilna d the first
appointment In the academic year followln&review.
'Theseprovisionswlll remilln In effect untllJune30, 2020 unlesssupeneded by an 11reement between
the parties.

1

March 5, 2020

31

UFPP Appendix: Administrative Memos

~CALPOLY

Memorandum
cl Understandlna::
Amendments
to the RanaeElavatlonProcedures201&
AddltlonalTmns

Th• partiesllll!e that this Issueshallcontinueta be the subjectof barplnlnc Insuccessorcontract
or otherwise
constrainthe abllltyof tither partyta makepn,pasalsan any Issuesubjectta this Memorandumof
Understandlnc,
nqatl■tlans. and that this Memorandumof Undenhndln1does not Impact,llrnlt,

Forany year Inwhlehthis -..ement Is Ineffectand far anyfacultymembereligibleunder the terms of
thls 11reement.the CSUa1reuta the fallawtn1:At lust thirty(30) daysprior ta the commencementof
the annualcampusRens•
Elevatlanprocess,the campusshallnotifylecturersof their eU.lblllty.In that
notificationthe campusshall Informthe ledllrers that recielptof I previousFMIwlRnot affecttheir
et.iblntvfor RilnceElevation,and that Rilnl' ElevationIs acaampanledby• salarylncn=aseof at least
5" arwhateverpercenta1e IncreaseIs requiredta reachat least the mlnlm11m
of the next ran11,
whicheverIs 1re1ter.

FarCFA

Directorof Representation

!l/tt/~tJ/6

2
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AM-20170530: Guidelines for Special Session Teaching

OFFICE

OF THE PROVOST AND

EXECUTIVE

VICE PRESIDENT

FOR ACADEMIC

MEMORANDUM

AFFAIRS

To:

College Deans
College Associate Deans

Date:

May 30, 2017

From:

Kathleen Enz Finken

Copies:

Brian Tietje
Al Liddicoat
Carolyn Johnson
College Budget Analysts
College Personnel Analysts

Subject:

Guidelines for Special Session Teaching Assignments

This mem o provid es the guid elines to d eterm ine reasonable m axim um w ork assignments for
teaching assignments adm inistered through Extended Ed u cation.
General guidelines for faculty w ith full-time AY assignments:
1. Du ring the fall, w inter or sp ring acad em ic term s, faculty w orking full-time in a state
assignment can teach up to four (4) WTU per term for Extended Ed for ad ded
comp ensation.
2. Du ring sum mer term , AY facu lty can teach up to full-time (12) WTU for tenu re/tenuretrack and 15 WTU for Lectu rers) for ad d itional com pensation.
3. During the five w eek summ er term , faculty w ill be lim ited to eight (8) WTU since the
contact hours and teaching responsibilities are com pressed by 50% and therefore this is
in line w ith full-time effort. Facu lty m ay teach in d ifferent five w eek summ er term s as
long as they d o not exceed (8) WTU in one term or (15) WTU for the entire su mm er
term .
4. Intersession 2-2.5 w eek instru ction is less than 1/4 of the nom inal qu arter so faculty w ill
be lim ited to four (4) WTU.
Exceptions m ay be consid ered but they require an ad vance review w ith the AVP for Academ ic
Personnel, w ho in turn w ill consu lt w ith m e for ap proval prior to processing su ch an
ap pointment. Faculty requesting su ch an exception m ust su bm it a m emo to Acad emic
Personnel that includes the justification for the teaching assignment an d approval from the
college dean no later than six w eeks prior to the first d ay of classes for the assignment.
Any questions related to Extended Ed ucation teaching assignments for ad d itional
com pensation should be d irected to Brian Tietje, Vice Provost International, Grad uate and
Extended Ed u cation or Al Lid d icoat, AVP Acad em ic Personnel.

Tel 805-756-2186 | academicaffairs@calpoly.edu
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AM-20171030: Settlement on Lecturer Voting

From:
Subject:
Date:
To:
Cc:

Academic Personnel academicpersonnel@calpoly.edu
Settlement on Lecturer Voting
October 30, 2017 at 4:41 PM
Academic Personnel academicpersonnel@calpoly.edu
it-policy@calpoly.edu

Dear Faculty Unit Employees:
CFA ﬁled a grievance regarding the rights of lecturers to vote in recommendations for
department chairs. This is to let you know that a no-fault grievance settlement was
obtained regarding this grievance. The relevant language from the ﬁnal signed
settlement agreement is now effective and is copied below:
All 12.12 (3 year) lecturers, including counselors and librarians, with an
appointment in the academic quarter of the vote will be eligible to participate in the
vote to recommend a department chair, per Provision 20.30 of the November 12,
2014 – June 30, 2017 Collective Bargaining Agreement (and extended to June
30, 2018) (“CBA”), with a full vote in their department voting process. Nothing in
the balloting process will differentiate the three-year lecturers’ vote from tenured
and tenure-track faculty votes for department chair recommendations.
All other lecturers will be granted a full advisory vote. These advisory votes will be
differentiated and summarized separately from the votes of the 12.12 (3 year)
lecturers, tenured faculty, and tenure-track faculty.
The above voting terms represent a minimum; departments may modify their
department chair selection policies through the joint governance process.
Lecturers shall be notiﬁed regarding the department voting process in the same
manner as all tenured and tenure-track faculty.
Lecturers eligible to cast a vote or an advisory vote shall be afforded the same
opportunity as tenured and tenure-track faculty to attend regularly scheduled
department meetings when department chair balloting is scheduled.
In the event the department conducts a search for a department chair that is not
from the department, a different process will be used in place of the process
delineated in Paragraphs 3 through 6 of this Agreement. In this case, the chair of
the search committee shall solicit feedback from all lecturers employed during the
quarter of the vote; these lecturers will be granted a full advisory vote, which will
be presented to the faculty search committee. External department chair searches
will follow the Cal Poly recruitment process for tenured and tenure-track faculty.
Per the CBA, only tenured and tenure-track faculty with the permission of the
dean, may serve on the search committee for external faculty recruitments. An
external search may or may not include internal candidate applications, but all
candidates who apply must go through the same selection process.
The CBA has since been extended to June 30, 2020.
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AM-20171101: Employment of Non-Immigrants – Important updates

State of California

Memorandum

To:

-

Scott Dawson, Doug Epperson, Keith Humphrey,
Jim Meagher, Don Oberhelman, Christine
Theodoropoulos, Andy Thulin, Dean Wendt

CAL POLY
Academic Personnel

Date:

November 1, 2017

File No.:

O:\AA\Visa-Work Authorization

From:

Albert A. Liddicoat
Copies:
Vice Provost, Academic Affairs and Personnel

Subject:

Employment of Non-Immigrants – Important updates

Kathleen Enz Finken
Mary Pedersen
Department Heads/Chairs
College Analysts
Adriana Popescu
Geneva Reynaga-Abiko
Nick Pettit
Kacey Chun
Chris Kitts
Amy Velasco
Jodi Block
Marc Benadiba
Jennifer Hiatt
Staff: AP, CPIC

Both the Academic Personnel Office and the International Center work closely with
departments and the college dean’s offices to invite international faculty, staff and
students to campus for temporary paid and volunteer activities. These offices follow
complex U.S. Department of Homeland Security, U.S. Citizenship and Immigration
Services (USCIS) and U.S. Department of State federal visa regulations to determine
which visa type and category is most appropriate for each individual’s proposed activity
and assist with the required visa application documents.
State of California regulations and Worker’s Compensation regulations also mandate that
all employees be legally able to work in the U.S. and provide proof of employment
authorization before beginning employment.
Below are some important guidelines and the processes to follow when inviting or hiring
an international applicant. Please review carefully, as several important changes are being
communicated with this update.
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Employm ent of Non-Immigrants - Important Updates
Nov ember I, 20 I 7

Academic Personnel Office- Tenure-Track Instructional Faculty and Temporary
Lecturer Classifications
Consult with the Academic Personnel office prior to offering a faculty position to
an international applicant. Academic Personnel will determine if the individual
has employment authorization or needs to be sponsored for an H-1 B specialty
occupation category visa. Sufficient lead time must be allowed for the H-1B
application processing prior to the appointment start date, since USCIS
processing time can be highly variable before employment authorization is
received .
The college or department is responsible for the H-1 B filing fees except for any
H-4 filing fees related to the employee 's dependents . Review the H-1 B visa
process and fees online .
International applicants for tenure track or other permanent positions may also
inquire about employer assistance with applications for U.S. Permanent
Residency . The CSU does not allow any attorney fees and/or any filing fees
associated with a petition for employer-based permanent residency
("green card") to be paid by the campus employing the petitioner, either
by direct payment or as a reimbursement, from any funding source,
including non-state or non-general funds . It is important to clearly
communicate that the applicant is responsible for retaining an immigration
attorney and is respons ible for all required fees if interested in pursuing
permanent residency at the time a preliminary verbal offer is extended in order
to avoid any expectations to the contrary . This policy will also be communicated
in the official offer letter on an as-needed basis .
The department employing the international applicant should also be aware that
not all types of positions will satisfy the eligibility criteria for employment-based
permanent resident status . It is often not an option for employees in non
instructional classifications such as librarians , counselors , coaches , and the
majority of staff and management positions to attain permanent resident status
based on their Cal Poly employment.
The college sends the offer letter and the applicant 's file to Academic Personnel
for approval.

•

If an H-1 B visa petition is needed, the Academic Personnel office will be able to
initiate processing of immigration forms and documentation required once the
applicant accepts the written offer.
If the required degree listed in the advertisement has not been conferred prior to
the anticipated date of employment, the employee cannot begin working for Cal
Poly, even in another capacity (such as a lecturer) . When the highest degree
earned was received from any international institution, the prospective faculty
member is responsible for ordering and paying for their degree to be evaluated
(and translated into English if provided in another language) by Academic
Credential Evaluation Institute, Inc. (ACEI) . This applies to any highest degree
transcript from an international institution, even if obtained in English (such as
from Canada) . No other form of degree evaluation will be accepted . For
verifying degrees from international universities that do not provide transcripts ,
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the employee should order ACEl's Comprehensive Report including grades
whenever possible . Translation services are also offered if needed .
•

Once the H-1B visa petition is approved by USCIS, send the new employee to
Payroll Services to verify that all employment authorization documents are in
place before starting work . The employee is required to bring an original Social
Security Card to Payroll in order to receive pay. If needed, please refer the new
employee to the Social Security Administration office .

•

Notify the Academic Personnel Office whenever a non-immigrant employee
terminates employment and/or leaves Cal Poly.

FacultyWorkingon Grants/SponsoredProjects,Contracts,or Sports Camps
•

The Cal Poly Corporation cannot employ or compensate H-1 B workers for
grants, contracts, camps or any other additional employment funded through
external funding . However , the employing department can provide the additional
compensation funded by external sources directly to the H-1B worker through
an additional appointment classification (such as Special Consultant) and
request reimbursement from the grant , contract , or other program administered
by the Corporation .

•

All sources of employment and compensation taken together cannot exceed
125% FTE, regardless of the classification used to compensate or source of
compensation . Departments who employ non-immigrant faculty on visas will use
the Special Consultant classification (job code 4660) for the purpose of
compensating these faculty for work on grants and contracts, and any other
additional employment. It should be noted that since the Special Consultant is
an exempt classification, faculty employed as Special Consultants must be
compensated for the work in full day increments. During the academic term,
faculty employed as Special Consultants are permitted to work up to a
maximum of fourteen days per academic term to stay within the 25% additional
compensation provis ions . During academic holidays and breaks , Special
Consultant assignments may be performed on a full-time basis .

•

The procedures and forms for processing Special Consultant appointments for
faculty on visas are available on the Academic Personnel website.

InternationalCenter- Inviting VisitingInstructors,Researchersand Student
Interns
•

Visit the International Scholars website for links to all forms and sample letters.

•

At least five months prior to the start date , the academic department completes
the International Visitor Form and sends it to the International Center to
determine the appropriate visa type.

•

If a J-1 visa is deemed appropriate, the academic department assigns a faculty
mentor or student intern supervisor and asks that person to complete and return
the Mentor Agreement or J-1 Student Intern Superv isor Form .
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•

The International Center willwork with the Dean's office to provide information
for the invitation letter.

•

The invitation letters for all paid appointments will be sent to Academic
Personnel for approval.

•

The International Center sends the DS-2019 visa document to the Dean 's office
to send via international courier to the visitor along with the invitation letter . If the
visitor is a volunteer, the Dean's office will also include a Volunteer Information
(V-1) Form .

•

Upon arrival, the visitor willcheck in with the International Center and then apply
for a Social Security card if he or she is to be paid.

Contact Information
Academic Personnel
Nicole Hadley
756-2841
International Center
Judy Mitchell
756-5837
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Lecturer Range Elevation Eligibility Guidelines
(Updated for 2018-19 Academic Year)
The agreement reached between the California State University (CSU) and the California Faculty
Association (CFA - Unit 3), ratified by the CSU Board of Trustees on May 24, 2016, included a provision
that the parties meet to review and make recommendations regarding lecturer range elevation eligibility.
The parties subsequently reached an agreement modifying range elevation eligibility that was
memorialized in a Memorandum of Understanding (MOU) dated November 15, 2016.
The agreement affects lecturers who have served at least five years in their current range who have reached
the SSI maximum salary or otherwise have no more SSI eligibility in their range, and lecturers who have
not reached the SSI maximum salary, but who have reached qualifying levels of service in their current
range as of the beginning of the 2017-18 academic year.
Individuals with six or more years of Full-Time Adjusted Service (FTAS) in their current range as of the
beginning of the 2017-18 academic year shall be eligible for range elevation according to the following
schedule:
o In 2017-18, individuals with 12 or more years of FTAS shall be eligible to apply .
o In 2018-19, individuals with 9 or more years of FTAS shall be eligible to apply.
o In 2019-20, individuals with 6 or more years of FTAs shall be eligible to apply .
For each academic or fiscal year, FTAS is defined as the average time base (FTE) worked over the year,
divided by 0.8, and up to a maximum of 1.0 for that year . Average FTE can either be determined from the
FTE assigned each term, or by adding up the number of wrus assigned over the academic year and
dividing by or 36.
Once Academic Personnel determines which lecturers are eligible to apply for range elevation, a memo
will be sent to each college dean.
Range elevation is not automatic and is based on the written request and documentation provided by the
temporary faculty member that demonstrates he/she has satisfied fully the approved criteria for range
elevation established by the college. At each level of review, the candidate is to be provided a copy of the
written recommendation and allowed ten days to submit a written statement/rebuttal and/or request a
meeting to discuss the recommendation with the evaluator(s) before it is sent to the next level of review. A
faculty peer review committee composed of elected tenured faculty members of the department is
responsible to provide a written recommendation using the Lecturer Evaluation Form AP109-L. The PRC
should include reasons for the recommendation based on the college's approved range elevation criteria,
and after reviewing the Working Personnel Action File and the permanent Personnel Action File of the
candidate . The department chair/head is responsible for submitting a separate evaluation and
recommendation using the Lecturer Evaluation Form AP109-L, and the dean has been delegated
responsibility by the President to make range elevation decisions. Approved range elevation decisions shall
be accompanied by at least a 5% increase in salary effective at the beginning of Fall Quarter 2019.
Pursuant to the collective bargaining agreement, range elevation evaluations of lecturers shall be
appropriate to the work assignment of the lecturer and shall conform to the approved criteria established
by the college. Criteria approved by the Academic Senate that is within the scope of the individual lecturer's
assignment should be used in range elevation recommendations and decisions.
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While teaching comprises the work assignment of most lecturers, consideration shall also be given to other
assigned duties beyond teaching when applicable . Article 20.lc of the faculty contract defines instructional
responsibilities as:
The performance of instructional responsibilities extends beyond duties in the classroom and
includes such activities as: preparation for class, evaluation of student performance, syllabus
preparation and revision, and review of current literature and research in the subject area,
including instructional methodology. Research , scholarship and creative activity in the faculty
member's field of expertise are essential to effective teaching. Mentoring students and colleagues
is another responsibility that faculty members are frequently expected to perform. Just as faculty
members may teach online, they may perform other duties online , pursuant to campus policies .
Lecturers eligible to apply for range elevation during the 2018-19 academic year must be notified of the
deadlines for submitting their Working Personnel Action File and provided with college criteria by which
they will be evaluated before the end of Fall Quarter . Lecturer range elevation information is available at
htq>s://academic-personnel.calpoly.edu/content/rep .
The following is the timetable for 2018-19 Lecturer Range Elevation:
Before Dec 15 (Sat)
Jan9(Wed)
Jan 15 (Tu)
Feb 8 (Fri)
Feb19(Tu)
Mar 15 (Fri)
Mar25(Mo)
May 3 (Fri)

Candidates advised of eligibility
Candidates notify Dean whether they intend to apply for range elevation
Close PAF and Candidate submits Working Personnel Action File
Peer Review Committee Evaluation to Candidate
Peer Review Committee Evaluation to Department Head/Chair
Department Head/Chair Evaluation to Candidate
Department Head/Chair Evaluation to Dean
Dean Decision to Candidate

Colleges should forward to Academic Personnel a summary of range elevation decisions, along with copies
of all range elevation applications (whether recommended or not), recommendations at each level, and
notification letters by June 28, 2019. For questions regarding range elevation eligibility please contact Chris
Blackbum (cblackbu@calpoly.edu ). For questions regarding range elevation evaluation procedure please
contact Lindsay Howell (lmhowell@calpoly.edu ).
The Lecturer Evaluation Form AP109-L referenced in this memo is available at
htq>s://academic-personnel.calpoly.edu/content/forms .
Lecturer range elevation appeal information can be found at
htq>s://academic-personnel .calpoly .edu/content/rep .
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State of California

Memorandum

~

CALPOLY

~ Academic Personnel

To:

Andy Thulin, Christine Theodoropoulos, Scott Dawson,
Amy Fleischer, Kathryn Rummell, Dean Wendt

Date:

From:

Albert A. Liddicoat
Vice Provost, Academic Affairs and Personnel

Copies: Kathleen Enz Finken
Brian Tietje
Sandra Harris
Cheri Baumgarten
Dustin Stegner
Lewis Call
Jennifer Hiatt
Academic Personnel Staff
College HR Analyst/Partners
Dept. Heads/Chairs

Subject:

Summer Term 2019 Faculty Eligibility

February 8, 2019

As with the past nine Summer Terms, the University is planning to offer Summer Term 2019 through Extended Education as a
self-supported program. The prior practices will continue with respect to determining summer term eligibility and workload.
1. During the summer term, AY faculty can teach up to full-time (12 WTU for tenure/tenure-track and 15 WTU for
lecturers) for additional compensation.
2. During the five week summer term, faculty will be limited to eight (8) WTU since the contact hours and teaching
responsibilities are compressed by 50% and, therefore, this is in line with full-time effort. Faculty may teach in
different five week summer terms as long as they do not exceed eight (8) WTU in one term or fifteen (15) WTU for
the entire summer.
Course offerings shall continue to be based on the needs of the students with the proviso that all costs at the college level are
to be covered by revenues procured through student enrollment fees. Please note that due to the self-support nature of the
summer program, the University cannot ensure summer term teaching assignments.
Eligibility lists report only faculty who have either ZERO or PARTIAL eligibility (in WTUs) to teach during Summer Term 2019,
along with a brief explanation for the ineligibility or partial eligibility. Academic-year faculty with no other summer
assignments who do not appear on the list are eligible for a full-time teaching assignment (jobcode 2357) during
Summer 2019. A continuing faculty member who taught full-time FWS 2017-18 and FWS 2018-19, and taught Summer
2018 (regardless of time-base) will be listed as not eligible on the list due to having exceeded the 7 consecutive quarter rule.
Teaching assignments in Special Session programs held during the period between Spring and Fall terms (jobcode 2322) are
not subject to the Summer Term eligibility process, and will have no impact on ability to teach during Summer Term. The
Quarter Plus Program, off-campus programs, and international programs are all examples of Special Session programs that
are run during this period. Non-teaching assignments (jobcode 2368) during a previous Summer Term will likewise not impact
Summer Term teaching eligibility. Faculty in 12-month assignments are excluded from the eligibility process since summer is
part of their normal teaching pattern.
Eligibility to teach during Summer Term 2019 is determined based on the following parameters:
1. Faculty may not teach more than the equivalent of seven consecutive quarters, regardless of time-base —rule
applies to tenure-track faculty and full-time lecturers; and
2. Faculty may teach no more than the equivalent of ten (10) FTE quarters in a triad (12-quarter period) -- rule applies
only to tenure-track faculty.
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Summer Term 2019 Eligibility
January 24, 2019
Page 2

Exceptions to the above limitations may be granted if it is determined that the assignment of the faculty member is
essential to the offering of required instruction and no other qualified eligible faculty members are available to teach.
As in previous Summer Terms, requests and justifications for exceptions to the triad regulations will be documented
directly on the AP101-S form. The signatures of the department chair/head and dean on the AP101-S will indicate
their recommendation that such a waiver be granted. Final approval for any appointments involving requests for
exceptions will rest with the AVP Academic Personnel.
3. Eligible tenured and probationary faculty will have priority for Summer Term assignments over lecturers for at least
60% (headcount) of Summer Term offers, assuming they are qualified to teach the courses offered. The respective
department chair/head will determine tie-breaking procedures when faculty are equally eligible and qualified.
4. One-quarter of Summer Term appointments may consist of probationary faculty, including faculty hired to begin in
Fall Quarter 2019.
5. Summer Term appointments of tenured and tenure-track faculty members carry the obligation to fulfill normal
instructionally related responsibilities including research, scholarship, creative activity, and service to the University,
profession and to the community.
Please note that due to the self-support Summer Term program and the unpredictable nature of Summer Term assignments,
faculty may not request an Advance Quarter Off with pay.
Please review the accuracy of the enclosed lists with your departments and bring any questions or corrections to the attention
of Chris Blackburn (756-5281) or Elena Morelos (756-6575) as early as possible. Summer Term appointment procedural
instructions and FAQs will be distributed and posted in early Spring Quarter 2019.
If you have any questions regarding an individual case in terms of eligibility please contact Chris Blackburn by email or at 7565281. Any questions regarding Special Session instruction (including QuarterPlus) should be directed to Cheri Baumgarten in
the International, Graduate, and Extended Education office.
This information is available at http://www.academic-personnel.calpoly.edu/content/summer.
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THE
MUSTANG WAY
ATHLETIC

AND

ACADEMIC

EXCELLENCE

STUDENT-ATHLETE ACADEMIC SUCCESS – How Mustang Athletics honors Learn by Doing by contributing to the mission
of Cal Poly through scholarly achievement.
• For the 2018-2019 Academic Year, Cal Poly Athletics hit the NCAA Academic Progress Rate threshold, something
only half of the universities in the Big West Conference can claim.
• Cal Poly student-athletes represent 61 of the 66 majors at Cal Poly.
• 51% of Cal Poly student-athletes have a 3.0+ GPA.
• The current student-athlete Graduation Success Rate (GSR) is 85%.
• Student-athletes began advising and tutoring through the Mustang Success Center several years ago, and this
has been an excellent partnership as evidenced by these numbers.
BUILDING FOR FUTURE SUCCESS – How Mustang Athletics is utilizing philanthropy to make a direct impact on Cal Poly
student-athletes.
• Nearly facility completed upgrades for Baseball and Softball facilities to the tune of $13.5M, all private
contributions.
• Opened behind Mott Athletic Center the new Mustang Beach Volleyball Complex to victories over two top ten
nationally ranked opponents: This $3M facility was built using all private donations, and additionally is open
during most of the day for general student usage.
• Via a partnership with Campus Health and Wellbeing, added Cal Poly’s first official team physician, Dr. Corrigan,
who works half time with athletics and half with the general student population.
• In collaboration with Cal Poly faculty member Dr. Scott Reaves, we are developing nutrition programming for
many of our 21 Division I programs. This involves using students to conduct research and work directly with our
teams with Learn by Doing at the core.
• Philanthropically we have nearly fully funded scholarships for men’s and women’s golf and women’s beach
volleyball.
• New Golf Clubhouse at Dairy Creek will begin construction in the coming months at a $1.5M cost, also funded
privately.
NCAA VIOLATION REGARDING TEXTBOOKS – As publicly reported in February, due to a $1000/yr accounting error in our
Compliance Office regarding textbook scholarships that was discovered and self-reported in 2015, the NCAA is forcing
the university to vacate the individual records of 30 former student-athletes. The university released a statement on
February 7 stating that this the NCAA has sidestepped its obligation to serve and protect student-athletes, and that this
lacks any case precedent.
NEW STAFF MEMBERS MAKING AN IMPACT – Recent hires for Mustang Athletics that have hit the ground running to
support student-athletes.
• Keri Mendoza – Senior Associate Athletic Director/Senior Woman Administrator – Keri will serve as our gender
equity and Title IX officer, as well as supervising compliance and a number of sports. Keri comes to Cal Poly after
serving as Assistant Commissioner of the Big XII
• John Smith – Head Men’s Basketball Coach – Comes to Cal Poly from Fullerton, and making a big impact on
culture and long term success. Tough losses to start his tenure but we are delighted with his progress.
• Beau Baldwin – Head Football Coach – Comes to Cal Poly from Cal, brings to us an offensive mindset and a
history of winning, as he is the second all-time winningest coach in the history of our conference (Big Sky) and
has won a national title as a head coach.
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Adopted:
ACADEMIC SENATE
Of
CALIFORNIA POLYTECHNIC STATE UNIVERSITY
San Luis Obispo, CA
AS-___-20
RESOLUTION ON SUSPENDING eLEARNING ADDENDUMS
Impact on Existing Policy: This resolution temporarily supersedes AS-750-12. i
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21

WHEREAS,

AS-750-12 “Resolution on eLearning Policy” states that “An eLearning
Addendum to either the New Course Proposal or Course Modification
form must be submitted for curricular review for any new or existing
courses in which a total of more than 5O% of traditional face-to-face
instruction time is being replaced with eLearning technologies”; and

WHEREAS,

As a result of COVID-19 the decision was made that spring and
summer quarters of 2020 will be taught entirely virtually; and

WHEREAS,

Faculty in high-risk groups may wish to continue to teach virtually as
long as they feel there is a threat of being exposed to the virus;
therefore be it

RESOLVED:

That the Academic Senate suspend the requirement for an eLearning
addendum for faculty who wish to teach courses virtually in Fall
Quarter 2020; and furthermore let it be

RESOLVED:

That any course offered virtually from Spring 2020 to Fall 2020 would
need to be approved through the regular curricular review process
before being offered again virtually after the Fall 2020 term unless
this resolution is extended by the Academic Senate.

Proposed by: Academic Senate Curriculum Committee
Date:
April 7, 2020
i

(1) Describe how this resolution impacts existing policy on educational matters that affect the
faculty. Examples include curricula, academic personnel policies, and academic standards.
(2) Indicate if this resolution supersedes or rescinds current resolutions.
(3) If there is no impact on existing policy, please indicate NONE.

44

Adopted:
ACADEMIC SENATE
Of
CALIFORNIA POLYTECHNIC STATE UNIVERSITY
San Luis Obispo, CA
AS-___-20
RESOLUTION ON UNIVERSITY FACULTY PERSONNEL POLICIES
CHAPTER 7: PERSONNEL ACTIONS ELIGIBILITY AND CRITERIA
Impact on Existing Policy: This resolution establishes the statement of policy
about personnel actions eligibility and criteria. Its impact on existing policy is
described in the attached report. i
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27

WHEREAS,

The Academic Senate Faculty Affairs Committee is constructing a
document entitled “University Faculty Personnel Policies” (UFPP) to
house all university-level faculty personnel policies; and

WHEREAS,

AS-859-18 resolved that “The Academic Senate Faculty Affairs
Committee construct UFPP by proposing university-level faculty
personnel policies to the Senate in the form of chapters or portions of
chapters of UFPP according to the procedures approved in AS-82917”; and

WHEREAS,

AS-859-18 resolved that “By the end of Spring 2020 Colleges and
other faculty units reorganize their faculty personnel policy
documents to conform their documents to the chapter structure of
UFPP”

WHEREAS,

The addition of policies on personnel action eligibility and criteria are
the last policies to be moved from the old University Faculty
Personnel Actions (UFPA) to UFPP; therefore be it

RESOLVED:

The policy document contained at the end of the attached report
“Proposed Chapter of University Faculty Personnel Policies
Document: CHAPTER 7: Personnel Actions Eligibility and Criteria” be
established as Chapter 7: Personnel Actions Eligibility and Criteria of
UFPP, and be it further

RESOLVED:

UFPA (2013) be removed from the UFPP Appendix
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28
29
30

RESOLVED:

Colleges and the Library revise their personnel policy documents by
the end of Spring 2020 to have chapter 7 of their documents cover
personnel actions eligibility and criteria as per chapter 7 of UFPP.

Proposed by: Academic Senate Faculty Affairs Committee
Date: April 7, 2020
i

(1) Describe how this resolution impacts existing policy on educational matters that affect the
faculty. Examples include curricula, academic personnel policies, and academic standards.
(2) Indicate if this resolution supersedes or rescinds current resolutions.
(3) If there is no impact on existing policy, please indicate NONE.
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Proposed Chapter of University Faculty Personnel Policies Document:
CHAPTER 7: Personnel Actions Eligibility and Criteria
The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with
representation from each college, the library and professional consultative services, Academic Affairs,
and a student representative. FAC employs a streamlined process for Academic Senate approval of
personnel policies. This process specifies the nature of consultation with faculty affected by proposed
changes and provides a clear accounting of which policy documents have been superseded by the
proposed change. It also allows the Senate Executive Committee to place non-controversial updates to
personnel policies on the Senate consent agenda. Using the new process, FAC has replaced the prior
University Faculty Personnel Actions (UFPA) document piece by piece in constructing a new
University Faculty Personnel Policies (UFPP) document. FAC will employ the same process to update
sections of the new UFPP on an as-needed basis.
The guiding principles in reforming the UFPA into the new UFPP are the following:
•
•
•
•

Clarify existing policies that are common and already in place across the university.
Standardize procedures for faculty evaluation at the university level.
Set baseline expectations and offer guiding principles with directives to the colleges and
departments to specify their criteria accordingly attuned to the disciplinary considerations
specific to their programs.
Establish a common structure for all personnel policy documents across campus.

The Senate has approved a resolution (AS-859-18) establishing the general structure of the UFPP in the
form of its main chapter divisions, each containing thematically unified selections of policy:
1. Preface
2. Faculty Appointments
3. Personnel Files
4. Responsibilities in Faculty Evaluation Processes
5. Evaluation Processes
6. Evaluation Cycle Patterns
7. Personnel Action Eligibility and Criteria
8. Evaluation of Teaching and Professional Services
9. Evaluation of Professional Development
10. Evaluation of Service
11. Governance
12. Workload
13. Appendices
In replacing UFPA with UFPP FAC has proposed to the Senate individual chapters of UFPP, each covered
by its own Senate resolution. A draft of one of these chapters follows in this document, preceded by a
summary of its content, impact, and implementation.
FAC has consulted with the colleges, the library, and Counseling Services about this chapter. The
proposed draft reflects significant revision to earlier drafts based on feedback from colleges (especially
CENG), the library, and counseling services.
Faculty Affairs Committee, Winter 2020
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Proposed Chapter of University Faculty Personnel Policies Document:
CHAPTER 7: Personnel Actions Eligibility and Criteria
Summary of CHAPTER 7: Personnel Actions Eligibility and Criteria
This chapter compiles existing policies concerning eligibility and criteria for personnel actions such as
retention, tenure, promotion, and lecturer range elevation.
Impact on Existing Policy
This chapter establishes no new policy, but restates existing policy. The policies on personnel actions
for probationary and tenured faculty are drawn from University Faculty Personnel Actions (UFPA). The
policies on lecturer range elevation are drawn from an administrative memo on lecturer range
elevation from 2016, and from AS-538-00/FAC which required colleges and faculty units to draft
lecturer range elevation policies.
Implementation
The establishment of UFPP by the Academic Senate obliges the Colleges and Library to restructure their
faculty personnel policy documents into the same chapter division as UFPP. When a chapter of UFPP is
approved by the Academic Senate and ratified by the President, the Colleges and the Library will now
have a focused area of new or revised policy that they must consult and, if necessary, use to revise
their documents accordingly. Colleges and the library need to place any of their policies on faculty
personnel actions into chapter 7 of their personnel policy documents by Spring 2020. They have known
of this requirement since last academic year.
As these policies are currently in effect, and have been in effect at least since 2009 when UFPA was
enacted, there is no implementation of policy by the Senate action of approving the inclusion of this
chapter into UFPP. For AY 2019-2020 these policies reside in UFPP in an appendix containing UFPA.
With the inclusion of the policies on personnel action eligibility and criteria in UFPP for AY 2020-2021,
UFPA will be rendered obsolete and thus needs to be deleted from UFPA.
What follows is the proposed text of the chapter…

Faculty Affairs Committee, Winter 2020
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7. Personnel Action Eligibility and Criteria
7.1.

Summary
7.1.1.
This chapter covers the eligibility for faculty personnel actions, which consist of
retention, promotion, tenure for tenure-track faculty, and range elevation for lecturer
faculty. This chapter includes general principles according to which the colleges,
library, and departments would specify the criteria warranting personnel actions.
These criteria also guide the processes of periodic evaluations, including cumulative
evaluations of lecturers for reappointment. Colleges and departments would expand
greatly on these policies with their own criteria mindful of how the diversity of
disciplines within the college manifest the teacher/scholar model. The library and
other non-instructional faculty units would expand on these policies with their own
criteria appropriate to the professional responsibilities of their faculty.
7.1.2.
[CITATION OF FOUNDATIONAL SENATE ACTION].
7.2. Retention, Promotion and Tenure of Tenure-Track Faculty
7.2.1.
The quality of faculty performance is the most important element to consider in
evaluating individual achievement. The degree of evidence will vary in accordance
with the academic position being sought by the applicant.
7.2.2.
Recommendations for retention, promotion, and tenure of instructional faculty are
based on the exhibition of merit and ability in each of the following areas:
• Teaching performance
• Professional development
• Service
• Other factors of consideration
7.2.2.1.
Teaching effectiveness is the primary and essential criterion for the evaluation of
tenure-line instructional faculty, however it alone is not sufficient for retention,
promotion, and tenure.
7.2.2.2.
The granting of tenure requires stronger evidence of worthiness than retention, and
promotion to Professor requires a more rigorous application of criteria than
promotion to Associate Professor.
7.2.3.
Recommendations for retention, promotion, and tenure of library and noninstructional faculty are based on the exhibition of merit and ability in each of the
following areas:
• Professional performance
• Professional development
• Service
• Other factors of consideration
7.2.3.1.
Professional performance is the primary and essential criterion for the evaluation of
tenure-line librarian and non-instructional faculty, however it alone is not sufficient
for retention, promotion, and tenure.
7.2.3.2.
The granting of tenure requires stronger evidence of worthiness than retention, and
promotion to Librarian requires a more rigorous application of criteria than
promotion to Associate Librarian.
7.2.4.
Recommendations for retention, promotion, and tenure of faculty may also include
criteria set by colleges. Departments may also have additional criteria established in
their approved personnel policy documents.
7.2.5.
Teaching Performance of Instructional Faculty
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7.2.5.1.
7.2.5.2.

7.2.5.3.
7.2.5.4.
7.2.6.
7.2.6.1.
7.2.6.2.

7.2.6.3.
7.2.6.4.
7.2.7.
7.2.7.1.
7.2.7.2.

7.2.7.3.

7.2.8.
7.2.8.1.
7.2.8.2.

In formulating recommendations for the retention, promotion, and tenure of
teaching faculty, evaluators will place primary emphasis on success in instruction.
Evaluators shall consider such factors as the applicant’s competence in the
discipline, ability to communicate ideas effectively, versatility and appropriateness
of teaching techniques, organization of courses, relevance of instruction to course
objectives, methods of evaluating student achievement, relationship with students
in class, effectiveness of student advising, and other factors relating to performance
as an instructor.
In their personnel policy documents colleges shall specify how these factors enter
into the evaluation of teaching. Colleges and departments may include additional
factors in their personnel policies.
Evaluators shall consider results of the formal student evaluation in formulating
recommendations based on teaching performance.
Professional Performance of Librarians and Non-instructional Faculty
In formulating recommendations on the retention, promotion, and tenure of
librarians, evaluators shall place primary emphasis on effectiveness as a librarian as
evaluated by colleagues and library users.
Evaluators shall consider such factors as furthering objectives of the library and the
University by cooperating with fellow librarians; applying bibliographic techniques
effectively to the acquisition, development, classification, and organization of library
resources; initiating and carrying to conclusion projects within the library;
demonstrating versatility, including the ability to work effectively in a range of
library functions and subject areas; and supervisory and/or administrative abilities.
In their personnel policy documents the library shall specify how these factors enter
into the evaluation of professional performance. The library may include additional
factors in its personnel policies.
Evaluation of non-instructional faculty shall consider professional performance
appropriate to the position of the faculty under evaluation.
Professional Growth and Scholarly Achievement
In formulating recommendations on the retention, promotion, and tenure of
faculty, evaluators shall place emphasis on the professional growth and scholarly
achievement of the applicant.
Evaluators shall consider such factors as the applicant’s educational background and
further academic training, related work experience and consulting practices,
scholarly and creative achievements, participation in professional societies,
publications, presentation of papers at professional and scholarly meetings, external
validation, and peer review of scholarly and creative activities.
In their personnel policy documents colleges and the library shall specify how these
factors enter into the evaluation of professional growth and scholarly achievement.
Colleges and departments, and the library may include additional factors in their
personnel policies.
Service
In formulating recommendations on the retention, promotion, and tenure of
faculty, evaluators shall place emphasis on the service the applicant performs in
relation to the university and the community.
Evaluators shall consider such factors as the applicant’s participation in academic
advisement; placement follow-up; co-curricular activities; membership of
department, college, the Academic Senate and its committees, and University
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committees; individual assignments; systemwide assignments; and, service in
community affairs directly related to the applicant’s teaching and/or research areas
as distinguished from those contributions to more generalized community activities.
7.2.8.3.
In their personnel policy documents colleges and the library shall specify how these
factors enter into the evaluation of service. Colleges and departments, and the
library may include additional factors in their personnel policies.
7.2.9.
Other factors of consideration
7.2.9.1.
In formulating recommendations on the retention, promotion, and tenure of
faculty, evaluators shall place emphasis on collegiality (working collaboratively and
productively with colleagues and participation in traditional academic functions);
initiative; cooperativeness; and dependability.
7.2.9.2.
In their personnel policy documents colleges and the library shall specify how these
factors enter into the evaluation of other factors of consideration. Colleges and
departments, and the library may include additional factors in their personnel
policies.
7.3. Retention Eligibility
7.3.1.
Performance reviews for the purpose of retention shall be in accordance with Articles
13 and 15 of the CBA.
7.3.2.
It is the responsibility of applicants to provide sufficient evidence that they have
fulfilled the criteria for retention.
7.3.3.
The normal probationary period is six academic years of full-time probationary service
(including any credit for prior service granted at the time of appointment).
7.3.4.
Evaluation of probationary faculty involves a comprehensive assessment of
performance during the entire probationary period with retention seen as leading to
tenure.
7.3.5.
Faculty who have not demonstrated the potential to achieve tenure should not be
retained.
7.3.6.
In the event of a non-retention decision, a probationary faculty employee who has
served a minimum of three years of probation (including any credit for prior service)
will be extended a terminal year of employment with no further appointment rights.
7.4. Promotion Eligibility
7.4.1.
Promotion eligibility shall be governed by the terms of Article 14 of the CBA.
7.4.2.
Promotion in rank is not automatic and is granted only in recognition of teaching
competency or effectiveness as a librarian, professional growth and scholarly
achievement, and meritorious service during the period in rank. The application of
criteria will be more rigorous for promotion to Professor or Librarian than to Associate
Professor or Associate Librarian.
7.4.3.
Applicants for promotion to the academic rank of Professor or Librarian must be
tenured or concurrently be granted tenure.
7.4.4.
An application for promotion to Associate Professor or Associate Librarian is
considered normal if the applicant is eligible and both of the following conditions
hold:
• The applicant is tenured or the applicant is also eligible for and applying for
normal tenure.
• The applicant has completed at least the equivalent of four years in their
academic rank at Cal Poly.
7.4.5.
An application for promotion to Associate Professor or Associate Librarian is
considered “early” if one of the following conditions holds:
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• The applicant is a probationary faculty employee who is not in their sixth
probationary year and is not eligible for normal tenure.
• The applicant is a tenured faculty employee and has not satisfied the equivalent
service requirements of at least four years in their academic rank at Cal Poly.
7.4.6.
Early promotion will be granted only in exceptional cases. The circumstances and
record of performance which make the case exceptional shall be fully documented by
the applicant and validated by evaluators.
7.4.7.
The fact that an applicant has reached the maximum salary in their academic rank or
meets the performance criteria for promotion does not in itself constitute an
exceptional case for early promotion.
7.5. Tenure Eligibility
7.5.1.
Tenure eligibility shall be governed by the terms of Article 13 of the CBA.
7.5.2.
Applicants for appointment with tenure shall normally be tenured professors or
tenured librarians at other universities. Exceptions to this provision must be carefully
documented. The President may award tenure to any individual, including one whose
appointment and assignment is in a management position, at the time of
appointment. Appointments with tenure shall be made only after an evaluation and
recommendation by tenured faculty in the appropriate department. Possession of the
doctorate or other designated terminal degree from an accredited institution is
required for tenure.
7.5.3.
Normal tenure is for applicants who have accrued credit for six academic years of fulltime probationary service (including any credit for prior service granted at the time of
appointment).
7.5.4.
Early tenure is for applicants who have not yet achieved credit for six academic years
of full-time probationary service (including any credit for prior service granted at the
time of appointment).
7.6. Tenure Criteria
7.6.1.
Tenure represents the University’s long-term commitment to a faculty employee and
is only granted when there is strong evidence that the individual who, by reason of
their excellent performance and promise of long-range contribution as a teacherscholar to the educational purpose of the institution, is deemed worthy of this
important commitment. Tenure means the right of a faculty employee to continue at
Cal Poly unless voluntarily terminated, terminated for cause, or laid off by factors
governed by CBA 38.
7.6.2.
Tenure decisions are considered more critical to the University than promotion
decisions.
7.6.3.
An applicant who does not have the potential for promotion to Associate Professor
and Professor should not be granted tenure.
7.6.4.
Retention is not a guarantee of tenure.
7.6.5.
Tenure is not a guarantee of promotion.
7.6.6.
Early promotion is not a guarantee of tenure.
7.6.7.
An applicant for tenure must at least fully meet the requirements of their assignment
and be making a valuable contribution to the university according to department,
college or library criteria for tenure in each of the following performance areas:
• For instructional faculty: teaching, professional growth and scholarship, service,
and other factors of consideration.
• For librarian faculty: professional performance, professional growth and
scholarship, service, and other factors of consideration.
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7.6.8.

An applicant for early tenure must meet department, college, or library criteria for
normal tenure and provide evidence of exceptional performance in each of the
following performance areas:
• For instructional faculty: teaching, professional growth and scholarship, service,
and other factors of consideration.
• For librarian faculty: professional performance, professional growth and
scholarship, service, and other factors of consideration.
7.6.9.
An applicant for early tenure should, at a minimum, receive a favorable majority vote
from the department peer review committee.
7.7. Lecturer Range Elevation Eligibility and Criteria
7.7.1.
Policies for lecturer range elevation are governed by CBA 12, and the memo
“Amendments to the Range Elevation Procedures 2016.” Cal Poly requirements about
colleges and faculty units establishing their own lecturer range elevation criteria were
established by AS-538-00/FAC, which is superseded by UFPP.
7.7.2.
Colleges and faculty units shall establish range elevation criteria for temporary
lecturer faculty. Faculty, including temporary lecturer faculty, shall formulate such
policies.
7.7.3.
The university shall notify lecturer faculty in a timely manner of their eligibility to be
considered for range elevation.
7.7.4.
Temporary lecturer faculty members shall submit requests to be elevated to a higher
range according to the university timeline accompanying the notification of eligibility.
Faculty members shall document the reasons for which they believe that they should
be elevated in the materials submitted in their WPAF according to their college or
faculty unit criteria for lecturer range elevation.
7.8. Counseling Faculty Eligibility and Criteria
7.8.1.
Eligibility and criteria for counseling faculty with classification of Student Services
Professional-Academic Related (SSPAR) shall be modeled after eligibility and criteria
for lecturer faculty, and stated in their faculty unit policy document.
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Adopted:

ACADEMIC SENATE
Of
CALIFORNIA POLYTECHNIC STATE UNIVERSITY
San Luis Obispo, CA
AS-___-20

RESOLUTION TO ADOPT ORCID FOR IMPROVED IDENTIFICATION AND
CONNECTION AMONG RESEARCHERS
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28

WHEREAS,

ORCID provides faculty and researchers a persistent digital identifier (an
ORCID ID) that a faculty member owns and controls and helps distinguish
that member from other researchers, and faculty can connect their ID
with professional information, such as their affiliations, grants,
publications, and peer reviews, and faculty can use their ID to be
recognized and located by other researchers, and to easily complete grant
applications; and

WHEREAS

Cal Poly does not have an Institutional ORCID membership, or policy
regarding adoption or use of such an account; and

WHEREAS,

The RSCA committee reviewed the ORCID summary sheet, surveyed
fellow faculty members, and discussed the ORCID institutional
membership as a committee; and

WHEREAS,

Fundamentally good research is important for the dissemination of ideas
and teaching; and

WHEREAS,

The RSCA committee recognizes the benefits of ORCID for grants,
publications, research, and identifying collaborators for research;
therefore, be it

RESOLVED:

That the Academic Senate supports Cal Poly’s adoption of a universitywide ORCID membership; and be it further

RESOLVED:

That Academic Senate encourages faculty to enroll and use free individual
ORCID accounts, but maintains that its use will not be mandatory and it
will not be used in the RPT process.

Proposed by: Academic Senate Research, Scholarship, and
Creative Activities Committee
Date: April 7, 2020
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Adopted:
ACADEMIC SENATE
Of
CALIFORNIA POLYTECHNIC STATE UNIVERSITY
San Luis Obispo, CA
AS-___-20
RESOLUTION ON REVISIONS TO UNIVERSITY FACULTY PERSONNEL POLICIES
CHAPTER 4: UFPP 4 RESPONSIBILITIES IN FACULTY EVALUATION PROCESSES
Impact on Existing Policy: This resolution revises academic personnel policies
contained in University Faculty Personnel Policies (UFPP) 4, which was
established by AS-867-19 and revised by Academic Senate Consent
12/3/2019. This resolution supersedes those prior Academic Senate actions.i
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27

WHEREAS,

AS-687-09 established University Faculty Personnel Actions (UFPA)
as Cal Poly’s governing document concern faculty evaluation; and

WHEREAS,

UFPA V.B requires that “department PRCs, department chairs, college
or library PRCs, and deans shall submit a ranking of those promotion
applicants who were positively recommended at their respective
level;” and

WHEREAS,

Policies on responsibilities in faculty evaluation from UFPA are now
contained in University Faculty Personnel Policies (UFPP) chapter 4;
and

WHEREAS,

Consultation with colleges and the library reveals that the
composition of department peer review committees for promotion
varies enough across the colleges and the library such that a
university requirement to rank order candidates for promotion may
often be impracticable; and

WHEREAS,

Department, college, and library peer evaluation committees, and
department chair/head evaluations already provide detailed
justifications of their positive recommendations for promotion;
therefore be it

RESOLVED:

The policy included in the report “Proposed Revision of University
Faculty Personnel Policies CHAPTER 4: UFPP 4 Responsibilities in
Faculty Evaluation Processes” replace the policies currently in UFPP 4,
and be it further
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29
30
31
32

RESOLVED:

Colleges and the Library examine their personnel policies in light of
these revisions to UFPP chapter 4, and if necessary, revise chapter 4 of
their personnel policy documents by the beginning of Fall 2020 to
comply with UFPP.

Proposed by: Academic Senate Faculty Affairs Committee
Date: April 7, 2020
i

(1) Describe how this resolution impacts existing policy on educational matters that affect the
faculty. Examples include curricula, academic personnel policies, and academic standards.
(2) Indicate if this resolution supersedes or rescinds current resolutions.
(3) If there is no impact on existing policy, please indicate NONE.
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Proposed Revision of University Faculty Personnel Policies
CHAPTER 4: UFPP 4 Responsibilities in Faculty Evaluation Processes
The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with
representation from each college, the library and professional consultative services, Academic Affairs,
and a student representative. FAC employs a streamlined process for Academic Senate approval of
personnel policies which specifies the nature of consultation with faculty affected by proposed
changes and provides a clear accounting of which policy documents have been superseded by the
proposed change. FAC has used this process to construct a new University Faculty Personnel Policies
(UFPP) document and is now employing the same process to create and revise personnel policies to
UFPP on an as-needed basis.
In creating UFPP FAC has adopted a guiding principle that, as far as possible, the migration of existing
personnel policies from the former governing personnel policies document, University Faculty
Personnel Actions (UFPA), into UFPP shall not change those policies as they are in UFPA, but instead
just reformulate them into the new style and structure of UFPP. Once the policies previously in UFPA
are in place in UFPP, FAC may then visit them for subsequent revision in the form of presenting to the
Academic Senate revisions to chapters and sections of UFPP. FAC may also propose wholly new policies
to be included in UFPP.
This report explains and justifies a focused set of revisions to personnel policies in UFPP 4:
Responsibilities in Faculty Evaluation Processes.
When the Academic Senate created UFPP in AY 2018-2019 a few policies in UFPA were omitted. To
cover any such omissions, UFPA remained in UFPP as an appendix so that policies in UFPA but not yet
migrated into UFPP would still remain in effect for AY 2019-2020. In Fall 2019 the Senate added several
such omitted policies to UFPP by means of the personnel policies consent agenda. One of those
policies required department levels of faculty evaluation for promotion to rank the candidates they
positively recommended for promotion. In Winter 2020 the FAC chair circulated of a draft of UFPP for
AY 2020-2021 to the colleges and the library containing all revisions thus far approved by the Senate.
Highlighting the policies requiring department level reviews to rank candidates for promotion led to
some follow-up consultation on those topics. The issues with requiring rankings of promotion
candidates from department peer review committees (DPRC) and department chair/head reviews that
arose from that consultation included the following:
•
•

Large departments may have a core of DPRC membership common across all cases of
promotion in the department, but for small departments reviewing more than one candidate
for promotion there may be few or even no faculty in common across DPRCs.
Department chair/head level of review must be skipped when the candidate for promotion is
going up for a rank higher than that of the chair, when the chair is not tenured, or when there is
some conflict of interest that excludes the chair from conducting an evaluation.

Turning the requirement of a ranking from department level review into an allowance for such a
ranking accommodates for these factors and allows for the exercise of discretion from the DPRC or
chair/head about when rankings are or are not meaningful.
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These issues don’t affect the College/library peer review committees (CPRC) level of review. The main
relevant differences about CPRC composition and responsibilities that warrant its ranking of promotion
candidates are the following:
•
•
•

The CPRC must address every promotion case in the college/library.
CPRC composition escapes the cases of conflict of interest affecting department level reviews.
CPRC review is the last faculty level of review prior to administrative reviews.

The CPRC ranking serves as the faculty recommendation concerning the subsequent administrative
decisions of whether to grant promotion and also of how much of a salary increase should accompany
the promotion. FAC thought this ranking should remain required, and that issues about how these
CPRC rankings be conducted should be addressed at the college level rather than constrain the
exercise of discretion about those rankings with university policy.
Summary of revisions to UFPP 4 Responsibilities in Faculty Evaluation Processes
The Collective Bargaining Agreement (CBA 15.44) allows peer evaluators to rank order candidates
positively recommended for promotion and to send that recommendation to the administrative levels
of review. The Cal Poly Academic Senate formalized this allowance into a requirement in UFPA section
V.B established in 2009 by AS-687-09:
In addition to their carefully documented recommendations, department PRCs, department chairs,
college or library PRCs, and deans shall submit a ranking of those promotion applicants who were
positively recommended at their respective level.
The establishment of UFPP in AY 2018-2019 as the successor to UFPA involved moving policies from
UFPA into UFPP. However, in the establishment of UFPP chapter 4 by AS-867-19 only the requirement
that a college peer review committee (CPRC) rank order its positive recommendations for promotion
migrated from UFPA to UFPP. Policies requiring the same of the other levels of review listed in UFPA
V.B entered UFPP 4 by Academic Senate Consent 12/3/2019. It is those additions that FAC
recommends be revised.
The proposed new policies allow for such rankings from department peer review committee (DPRC)
and chair/head levels of evaluation, but the university no longer requires every DPRC or department
chairs/heads to do so. We have preserved the requirement that college peer review committees rank
order candidates for promotion for the higher administrative levels of review (e.g. deans), and that
administrative reviews (e.g. deans) rank order candidates in their recommendations to the provost.
Impact on Existing Policy
The proposed policy changes a university requirement into an allowance. Colleges or the library with
their own currently formalized requirement in their personnel policies document that peer evaluators
rank order candidates for promotion may do nothing and continue with that practice. To change their
practices from their current state, a college or the library would need to change their policies
Faculty Affairs Committee, Winter 2020
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accordingly. If a college elected to require such a ranking from its department level evaluations, the
college would have to include such a policy in chapter 4 of its personnel policies document.
Implementation
This policy would go into effect the next academic year. Any changes in college, department, or library
personnel policies would need to be completed and approved by the provost by the beginning of the
Fall term of the academic year in which those policies would be in effect.
What follows are two versions of the revised text of UFPP chapter 4, first in its final form, and
secondly with relocated text in green, and revisions marked in red underlining for added text and red
strikeout for deleted text. …
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4. Responsibilities in Faculty Evaluation Processes
4.1.
4.1.1.

4.1.2.
4.2.
4.2.1.

4.2.2.

4.2.3.
4.2.4.
4.2.5.
4.2.6.
4.2.7.

4.3.
4.3.1.

4.3.2.
4.3.3.

Summary
Faculty evaluation processes have various definable functions that are common across the
university, such as the roles of candidates undergoing evaluation, Department Peer Review
Committees, Department Chair/Heads, College Peer Review Committees, and
administrators such as the Deans and the Provost. This chapter defines the responsibilities
of these roles in faculty evaluation. Colleges and departments may specify additional
responsibilities of the various roles within the college or department in faculty evaluation.
Chapter 4 was established by Academic Senate Resolution AS-867-19. Portions were revised
by Academic Senate Consent 12/3/2019.
Candidates
Faculty subject to evaluation are candidates in the evaluation process. Candidates must
provide a complete set of materials that includes evidence appropriate for the nature of the
evaluation process and narrative reports pertinent to the purpose of the evaluation. (CBA
15.12)
While faculty scheduled for a mandatory review will be notified by the college, faculty
intending to be considered for early promotion to associate professor or professor or early
tenure must notify the dean in writing (email is acceptable). This notification shall also be
copied to the department chair/head.
Candidates under review must view their own Personnel Action File (PAF) according to
access requirements prior to the commencement of an evaluation and sign the PAF Log.
Candidates must assemble and submit a Working Personnel Action File (WPAF) by the
University established deadline for their evaluation process.
Candidates must provide an updated curriculum vita for placement in their PAF.
Candidates must provide an updated professional development plan for their WPAF.
The ten days following the receipt of an evaluation report from any level of review
comprises a rebuttal period during which the candidates may submit a written rebuttal or
request to meet with the evaluator(s) to discuss the evaluation. (CBA 15.5)
Department Peer Review Committee (DPRC)
For evaluation processes using a Department Peer Review Committee (DPRC), the initial
level of review of the candidate is conducted by the DPRC. Evaluation of tenure-track
instructional faculty shall commence with a DPRC level of review. Lecturer faculty
evaluation may commence with a DPRC level of review, according to College requirements.
For Periodic Evaluations the department’s probationary and tenured faculty shall elect
members of the tenured faculty to serve on DPRCs. Both tenured and probationary faculty
may vote on DPRC membership.
For Retention, Promotion or Tenure Performance Evaluations, the DPRC shall consist of at
least three elected members of the tenured faculty. DPRC members must have a higher
rank/classification than those being considered for promotion. At the request of a
department, the President may agree that a faculty unit employee participating in the
Faculty Early Retirement Program may also engage in deliberations and make
recommendations regarding the evaluation of a faculty unit employee. However, faculty
committees established for this purpose may not be comprised solely of faculty
participating in the Faculty Early Retirement Program. Approval shall be obtained from the
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4.3.4.

4.3.5.

4.3.6.

4.3.7.

4.3.8.
4.3.9.

4.3.10.
4.4.
4.4.1.

4.4.2.

Dean if a department requests to have faculty in FERP participate as an evaluator member
of the DPRC. (CBA 15.2)
Faculty may serve on only one level of review (department PRC, department chair/head, or
college PRC). (CBA 15.29) Faculty unit employees being considered for promotion
themselves are ineligible for service on promotion or tenure peer review committees (CBA
15.42). A potential DPRC member with a clear conflict of interest with a faculty member
scheduled for review should not stand as a candidate for that DPRC. DPRC members
typically will be from the candidate’s own department. However, DPRC members will
sometimes need to be recruited outside the department when there is an inadequate
number of faculty in the department who are eligible and available to serve on the DPRC.
All DPRC members shall review both the PAF and the WPAF, signing the log sheet in each
file. At least a subset of the DPRC shall observe classroom instruction. The DPRC shall review
any professional development plan and offer guidance to the candidate for any needed
modifications to that plan. This feedback on the professional development plan is especially
important in helping faculty develop a compelling record for eventual promotion. All
deliberations of the DPRC shall be confidential (CBA 15.10).
The DPRC shall use forms provided by Academic Personnel for their evaluation report. This
report shall critically analyze the evidence on each performance dimension (teaching,
professional development, service, and other), and offer any suggestions for improvement.
The report shall clearly establish the basis for the conclusions of the report and how any
recommendations resulted from the assessment of the evidence.
DPRC evaluation recommendations shall be approved by a simple majority of the
committee (CBA 15.45). The DPRC shall vote for or against the proposed action (retention,
promotion and/or tenure), or, under very rare circumstances, abstain. Abstentions require
written explanation. In cases of split votes, the report should reflect the relevant
perspectives on the committee and the rationale for the majority decision. In rare instances
when agreement cannot be reached on the content of the committee report, the minority
committee member(s) may submit a signed minority report.
The DPRC may submit to the subsequent levels of evaluation a ranking of those promotion
applicants whom they positively recommended (CBA 15.44).
The DPRC report shall be provided to the candidate at least 10 days before sending the
evaluation to the department chair/head. If the candidate requests a meeting concerning a
rebuttal to the DPRC report, the DPRC shall meet with the candidate within the 10-day
rebuttal period. The DPRC shall review any written rebuttal with the option of revising the
recommendation or correcting errors in the original report. No other written response,
other than acknowledgment of receipt of the rebuttal, shall be provided to the candidate.
Library, Counseling, and Athletic faculty units shall specify in their personnel policies the
composition of their peer review committees.

Department Chair/Head
Department chairs/heads shall conduct their own separate level of review. For evaluation
processes using a DPRC, the Department chair/head review shall follow the DPRC review.
For evaluation processes not using a DPRC, the Department chair/head level of review
initiates the review process.
The department chair/head shall review both the PAF and the WPAF, signing the logs in
each file. The department chair/head shall review any DPRC evaluation. The department
chair/head shall review any rebuttal to the DPRC evaluation from the candidate. The
department chair/head shall review any professional development plan and offer guidance
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4.4.3.

4.4.4.

4.4.5.
4.5.
4.5.1.

4.5.2.

4.5.3.

4.5.4.

4.5.5.

to the candidate for any needed modifications to that plan. This feedback on the
professional development plan is especially important in helping faculty develop a
compelling record for eventual promotion.
Department chairs/heads shall use forms provided by Academic Personnel for their
evaluation report. This report shall critically analyze the evidence on each performance
dimension (teaching, professional development, service, and other), and offer any
suggestions for improvement. The report shall clearly establish the basis for the conclusions
of the report and how any recommendations resulted from the assessment of the evidence.
The report from the chair/head shall be provided to the candidate at least 10 days before
sending the evaluation to the dean.
If the candidate requests a meeting concerning a rebuttal to the department chair/head’s
report, the department chair/head shall meet with the candidate within the 10-day rebuttal
period. The department chair/head shall review any written rebuttal with the option of
revising the recommendation or correcting errors in the original report. No other written
response, other than acknowledgment of receipt of the rebuttal, shall be provided to the
candidate. (CBA 15.5)
The department chairs/heads may submit to the subsequent levels of evaluation a ranking
of those promotion applicants whom they positively recommended (CBA 15.44).
College Peer Review Committee (CPRC)
The CPRC provides an additional level of evaluation for candidates undergoing a
Performance Evaluation. The CPRC shall consist of up to one full professor from each
department. Approval shall be obtained from the Dean if departments will not have a
representative. Each member of the CPRC shall be elected by their department’s tenured
and probationary faculty for appointment to the CPRC. Colleges may specify further means
of selecting CPRC members.
Each CPRC member shall review both the PAF and the WPAF and sign the logs in each file.
Each CPRC member shall review the prior levels of evaluation (DPRC and department
chair/head) and any rebuttals submitted. All deliberations of the CPRC shall be confidential
(CBA 15.10).
Based on the review of the PAF, WPAF, and prior levels of evaluation, the CPRC shall vote
for or against the proposed retention, promotion, and/or tenure, or, under rare
circumstances, abstain. Abstentions require written explanation. A simple majority of the
voting members constitutes the recommendation of the CPRC.
The CPRC shall produce an evaluation report for each candidate under review. This report
will critically analyze the evidence on each dimension of performance (teaching,
scholarship, and service), both favorable and unfavorable, and produce a narrative
clarifying how the evidence was weighed and the conclusions and recommended actions
derived. In cases of split votes, the report should reflect the relevant perspectives on the
committee and the rationale for the majority decision. In rare instances when agreement
cannot be reached on the content of the committee report, the minority committee
member(s) may submit a signed minority report.
The CPRC report shall be provided to the candidate at least 10 days before sending the
evaluation to the dean (CBA 15.5). Candidates may request a meeting and/or submit a
rebuttal to the CPRC report within the 10-day rebuttal period. The CPRC shall review
rebuttal material with the option of revising the recommended action or correcting errors
in the original report; no other written response, other than acknowledgment of receipt of
the rebuttal, shall be provided to the candidate.
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4.5.6.

4.6.
4.6.1.

4.6.2.

4.6.3.

4.6.4.
4.7.
4.7.1.
4.7.2.
4.7.3.

The CPRC shall submit to the subsequent levels of evaluation a ranking of those promotion
applicants whom they positively recommended (CBA 15.44). Further specification of the
nature of the ranking shall be determined by the college or library in their personnel policies
documents.
Administrative Evaluators
Administrative evaluators include College Deans, Associate Deans, Library Deans,
Department Directors, Vice-Provosts, or the Athletic Director. For instructional tenure-track
faculty the administrative evaluator is the College Dean. For lecturer faculty the Dean may
designate an Associate Dean to serve as the final level of administrative evaluation.
Administrative evaluators shall review both the PAF and WPAF, signing the logs in each file,
as well as all previous levels of evaluation and any rebuttals submitted. The dean shall
provide a separate written evaluation. The administrative evaluator’s report shall be
provided to the candidate at least 10 days before placing the evaluation in the faculty
member’s PAF.
Candidates may request a meeting and/or submit a rebuttal to the administrative evaluator
within the 10-day rebuttal period. The administrative evaluator shall review rebuttal
material with the option of revising the recommendation or correcting errors in the original
report; no other written response, other than acknowledgement of receipt of the rebuttal
statement, shall be provided to the candidate.
Administrative evaluators shall submit to the Provost a ranking of those promotion
applicants whom they positively recommended (CBA 15.44).
Provost
The Provost is the final level of administrative evaluation for evaluation processes that
conclude with the personnel actions of retention, promotion, and/or tenure.
The Provost shall review the candidate’s PAF, WPAF and reports from all levels of evaluation
for final evaluation for retention, promotion and/or tenure.
The Provost’s letter to the candidate constitutes the final decision on retention, promotion
and/or tenure.
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Summary
Faculty evaluation processes have various definable functions that are common across the
university, such as the roles of candidates undergoing evaluation, Department Peer Review
Committees, Department Chair/Heads, College Peer Review Committees, and
administrators such as the Deans and the Provost. This chapter defines the responsibilities
of these roles in faculty evaluation. Colleges and departments may specify additional
responsibilities of the various roles within the college or department in faculty evaluation.
Chapter 4 was established by Academic Senate Resolution AS-867-19. Portions were revised
by Academic Senate Consent 12/3/2019.
Candidates
Faculty subject to evaluation are candidates in the evaluation process. Candidates must
provide a complete set of materials that includes evidence appropriate for the nature of the
evaluation process and narrative reports pertinent to the purpose of the evaluation. (CBA
15.12)
While faculty scheduled for a mandatory review will be notified by the college, faculty
intending to be considered for early promotion to associate professor or professor or early
tenure must notify the dean in writing (email is acceptable). This notification shall also be
copied to the department chair/head.
Candidates under review must view their own Personnel Action File (PAF) according to
access requirements prior to the commencement of an evaluation and sign the PAF Log.
Candidates must assemble and submit a Working Personnel Action File (WPAF) by the
University established deadline for their evaluation process.
Candidates must provide an updated curriculum vita for placement in their PAF.
Candidates must provide an updated professional development plan for their WPAF.
The ten days following the receipt of an evaluation report from any level of review
comprises a rebuttal period during which the candidates may submit a written rebuttal or
request to meet with the evaluator(s) to discuss the evaluation. (CBA 15.5)
Department Peer Review Committee (DPRC)
For evaluation processes using a Department Peer Review Committee (DPRC), the initial
level of review of the candidate is conducted by the DPRC. Evaluation of tenure-track
instructional faculty shall commence with a DPRC level of review. Lecturer faculty
evaluation may commence with a DPRC level of review, according to College requirements.
For Periodic Evaluations the department’s probationary and tenured faculty shall elect
members of the tenured faculty to serve on DPRCs. Both tenured and probationary faculty
may vote on DPRC membership.
For Retention, Promotion or Tenure Performance Evaluations, the DPRC shall consist of at
least three elected members of the tenured faculty. DPRC members must have a higher
rank/classification than those being considered for promotion. At the request of a
department, the President may agree that a faculty unit employee participating in the
Faculty Early Retirement Program may also engage in deliberations and make
recommendations regarding the evaluation of a faculty unit employee. However, faculty
committees established for this purpose may not be comprised solely of faculty
participating in the Faculty Early Retirement Program. Approval shall be obtained from the
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Dean if a department requests to have faculty in FERP participate as an evaluator member
of the DPRC. (CBA 15.2)
4.3.4.
Faculty may serve on only one level of review (department PRC, department chair/head, or
college PRC). (CBA 15.29) Faculty unit employees being considered for promotion
themselves are ineligible for service on promotion or tenure peer review committees (CBA
15.42). A potential DPRC member with a clear conflict of interest with a faculty member
scheduled for review should not stand as a candidate for that DPRC. DPRC members
typically will be from the candidate’s own department. However, DPRC members will
sometimes need to be recruited outside the department when there is an inadequate
number of faculty in the department who are eligible and available to serve on the DPRC.
4.3.5.
All DPRC members shall review both the PAF and the WPAF, signing the log sheet in each
file. At least a subset of the DPRC shall observe classroom instruction. The DPRC shall review
any professional development plan and offer guidance to the candidate for any needed
modifications to that plan. This feedback on the professional development plan is especially
important in helping faculty develop a compelling record for eventual promotion. All
deliberations of the DPRC shall be confidential (CBA 15.10).
4.3.6.
The DPRC shall use forms provided by Academic Personnel for their evaluation report. This
report shall critically analyze the evidence on each performance dimension (teaching,
professional development, service, and other), and offer any suggestions for improvement.
The report shall clearly establish the basis for the conclusions of the report and how any
recommendations resulted from the assessment of the evidence.
4.3.7.
DPRC evaluation recommendations shall be approved by a simple majority of the
committee (CBA 15.4445). The DPRC shall vote for or against the proposed action
(retention, promotion and/or tenure), or, under very rare circumstances, abstain.
Abstentions require written explanation. In cases of split votes, the report should reflect
the relevant perspectives on the committee and the rationale for the majority decision. In
rare instances when agreement cannot be reached on the content of the committee report,
the minority committee member(s) may submit a signed minority report.
4.3.7.4.3.8. The DPRC shall may submit to the subsequent levels of evaluation a ranking of those
promotion applicants whom they positively recommended (CBA 15.44).
4.3.8.4.3.9. The DPRC report shall be provided to the candidate at least 10 days before sending the
evaluation to the department chair/head. If the candidate requests a meeting concerning a
rebuttal to the DPRC report, the DPRC shall meet with the candidate within the 10-day
rebuttal period. The DPRC shall review any written rebuttal with the option of revising the
recommendation or correcting errors in the original report. No other written response,
other than acknowledgment of receipt of the rebuttal, shall be provided to the candidate.
4.3.9.4.3.10.
Library, Counseling, and Athletic faculty units shall specify in their personnel
policies the composition of their peer review committees.
4.4.
4.4.1.

4.4.2.

Department Chair/Head
Department chairs/heads shall conduct their own separate level of review. For evaluation
processes using a DPRC, the Department chair/head review shall follow the DPRC review.
For evaluation processes not using a DPRC, the Department chair/head level of review
initiates the review process.
The department chair/head shall review both the PAF and the WPAF, signing the logs in
each file. The department chair/head shall review any DPRC evaluation. The department
chair/head shall review any rebuttal to the DPRC evaluation from the candidate. The
department chair/head shall review any professional development plan and offer guidance
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4.4.3.

4.4.4.

4.4.5.
4.5.
4.5.1.

4.5.2.

4.5.3.

4.5.4.

4.5.5.

to the candidate for any needed modifications to that plan. This feedback on the
professional development plan is especially important in helping faculty develop a
compelling record for eventual promotion.
Department chairs/heads shall use forms provided by Academic Personnel for their
evaluation report. This report shall critically analyze the evidence on each performance
dimension (teaching, professional development, service, and other), and offer any
suggestions for improvement. The report shall clearly establish the basis for the conclusions
of the report and how any recommendations resulted from the assessment of the evidence.
The report from the chair/head shall be provided to the candidate at least 10 days before
sending the evaluation to the dean.
If the candidate requests a meeting concerning a rebuttal to the department chair/head’s
report, the department chair/head shall meet with the candidate within the 10-day rebuttal
period. The department chair/head shall review any written rebuttal with the option of
revising the recommendation or correcting errors in the original report. No other written
response, other than acknowledgment of receipt of the rebuttal, shall be provided to the
candidate. (CBA 15.5)
The department chairs/heads shall may submit to the subsequent levels of evaluation a
ranking of those promotion applicants whom they positively recommended (CBA 15.44).
College Peer Review Committee (CPRC)
The CPRC provides an additional level of evaluation for candidates undergoing a
Performance Evaluation. The CPRC shall consist of up to one full professor from each
department. Approval shall be obtained from the Dean if departments will not have a
representative. Each member of the CPRC shall be elected by their department’s tenured
and probationary faculty for appointment to the CPRC. Colleges may specify further means
of selecting CPRC members.
Each CPRC member shall review both the PAF and the WPAF and sign the logs in each file.
Each CPRC member shall review the prior levels of evaluation (DPRC and department
chair/head) and any rebuttals submitted. All deliberations of the CPRC shall be confidential
(CBA 15.10).
Based on the review of the PAF, WPAF, and prior levels of evaluation, the CPRC shall vote
for or against the proposed retention, promotion, and/or tenure, or, under rare
circumstances, abstain. Abstentions require written explanation. A simple majority of the
voting members constitutes the recommendation of the CPRC. The committee shall also
rank the promotion candidates in one list. (CBA 15.44-45)
The CPRC shall produce an evaluation report for each candidate under review. This report
will critically analyze the evidence on each dimension of performance (teaching,
scholarship, and service), both favorable and unfavorable, and produce a narrative
clarifying how the evidence was weighed and the conclusions and recommended actions
derived. In cases of split votes, the report should reflect the relevant perspectives on the
committee and the rationale for the majority decision. In rare instances when agreement
cannot be reached on the content of the committee report, the minority committee
member(s) may submit a signed minority report.
The CPRC report shall be provided to the candidate at least 10 days before sending the
evaluation to the dean (CBA 15.5). Candidates may request a meeting and/or submit a
rebuttal to the CPRC report within the 10-day rebuttal period. The CPRC shall review
rebuttal material with the option of revising the recommended action or correcting errors

66

in the original report; no other written response, other than acknowledgment of receipt of
the rebuttal, shall be provided to the candidate.
4.5.5.4.5.6. The CPRC shall submit to the subsequent levels of evaluation a ranking of those
promotion applicants whom they positively recommended (CBA 15.44). Further
specification of the nature of the ranking shall be determined by the college or library in
their personnel policies documents.
4.5.6.1.1.1. The CPRC report shall be provided to the candidate at least 10 days before sending the
evaluation to the dean (CBA 15.5). Candidates may request a meeting and/or submit a
rebuttal to the CPRC report within the 10-day rebuttal period. The CPRC shall review
rebuttal material with the option of revising the recommended action or correcting errors
in the original report; no other written response, other than acknowledgment of receipt of
the rebuttal, shall be provided to the candidate.
4.6.
4.6.1.

4.6.2.

4.6.3.

4.6.4.
4.7.
4.7.1.
4.7.2.
4.7.3.

Administrative Evaluators
Administrative evaluators include College Deans, Associate Deans, Library Deans,
Department Directors, Vice-Provosts, or the Athletic Director. For instructional tenure-track
faculty the administrative evaluator is the College Dean. For lecturer faculty the Dean may
designate an Associate Dean to serve as the final level of administrative evaluation.
Administrative evaluators shall review both the PAF and WPAF, signing the logs in each file,
as well as all previous levels of evaluation and any rebuttals submitted. The dean shall
provide a separate written evaluation. The administrative evaluator’s report shall be
provided to the candidate at least 10 days before placing the evaluation in the faculty
member’s PAF.
Candidates may request a meeting and/or submit a rebuttal to the administrative evaluator
within the 10-day rebuttal period. The administrative evaluator shall review rebuttal
material with the option of revising the recommendation or correcting errors in the original
report; no other written response, other than acknowledgement of receipt of the rebuttal
statement, shall be provided to the candidate.
Administrative evaluators shall submit to the Provost a ranking of those promotion
applicants whom they positively recommended (CBA 15.44).
Provost
The Provost is the final level of administrative evaluation for evaluation processes that
conclude with the personnel actions of retention, promotion, and/or tenure.
The Provost shall review the candidate’s PAF, WPAF and reports from all levels of evaluation
for final evaluation for retention, promotion and/or tenure.
The Provost’s letter to the candidate constitutes the final decision on retention, promotion
and/or tenure.

